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ABSTRACT 
 
The problem this dissertation addresses is based on the fact that within the 
Foursquare Church, leaders have been immersed in a culture of telling rather than of 
listening, of offering good answers rather than leading with good questions. As such they 
have embraced an approach to developing those around them by how much they can 
“pour into them.” The thesis of this paper is to orient Foursquare leaders to the benefits 
and practice of coaching as an extraordinary tool for drawing out the best in those they 
lead. As such, it will build upon the rich tradition they have in leading with a prophetic 
voice by adding a discerning ear in tending to the activity of God in the lives of those 
they lead. The thesis will provide the foundation for a twelve-hour workshop where 
Foursquare leaders can be oriented to and practice the basic skills of coaching in 
developing those they lead. 
Section 2 describes other helpful solutions and skill sets used currently in the 
development of others. This would include such proven approaches as pastoral 
counseling, mentoring, teaching and consulting. Section 3 develops the Empowered 
Coaching thesis with six major components: relationally, biblically, intentionally, 
skillfully, strategically, and supernaturally. The paper proposes that the prospects of 
drawing out the best in those being led are greatly enhanced for Foursquare leaders when 
coaching in the pastoral setting takes seriously all of these components. 
 Section 4 gives an over overview of the Empowered Coaching project while 
Section 5 provides information regarding the specification of the workshop presentation. 
The specifications include the target audience, budget, scope, and content. Standards of 
publication and implementation strategy are described in section 5. Section 6 describes 
 	  
ix 
how this approach compares to other efforts for engaging coaching with Foursquare 
leaders. I will conclude what lessons have been learned to continue to enhance the 
development and embracing of coaching as a primary skill set for Foursquare leaders.  
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SECTION 1      
THE PROBLEM 
 
 World-class athletes are not exempt from the benefits of good coaching. In fact, 
some of the most renowned athletes in recent history have multiple coaches to help them 
improve and sustain their level of performance. What started out as primarily an idea 
associated with sports has expanded successfully in the later part of the 20th century into 
the business world. Within this environment, coaching is seen as “unlocking a person’s 
potential to maximize their performance.”1 What has been true for athletics and the 
corporate environment can be leveraged to benefit leaders within the Foursquare Church. 
In the Foursquare Church, leadership is a given; coaching isn’t. This dissertation 
will seek to provide an orientation to Foursquare leaders as to the benefits and practice of 
coaching as an extraordinary tool for drawing out the best in those they lead. Two of the 
most obvious objections we can expect to face are the concern of justifying the use of a 
business tool in the church and why not stay with what’s been working. 
As for the business tool objection, we will clearly see that the principals and 
practice of coaching are clearly illustrated and lived out in the biblical narrative. While 
this particular skill set may have been first introduced and refined in the corporate world, 
this paper will identify how coaching can be incorporated as a leadership skill in the 
church with a reliance on the Holy Spirit and a helpful expression of pastoral care and 
personal development.  
As it relates to the potential objection of staying with what is working, that 
assumes two things: (1) that things are working well or that (2) cultural and societal shifts 	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  
1John Whitmore, Coaching for Performance (London: Nicholas Brealey, 2002), 8. 
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we find ourselves in do not demand continuing change in how we can lead effectively. 
The authors of The Leadership Challenge press us by writing that leaders, “instill a sense 
of adventure in others, they look for ways to radically alter the status quo, and they 
continuously scan the outside environment for new and fresh ideas.”2 Ed Stetzer, in 
summarizing the Pew Research results on global Christianity notes, “The proportion of 
Europeans and Americans who are Christian has dropped from 95% in 1910 to 76% in 
2010 in Europe as a whole, and from 96% to 86% in the Americas as a whole.”3 
Foursquare is a growing part of these statistics in that we have fewer churches in 2011 
than we did in 2005. Clearly Foursquare leaders can benefit from embracing an additional 
skill set to enhance their leadership capacity for today’s context. 
The objective is not so much as to build a coaching culture within Foursquare, but 
to value coaching within the existing culture to enable leaders to enhance their leadership 
capacity. Gary Collins supports this effort when he writes, “Coaching is becoming a tool 
for Christian leaders who recognize that coaching is a valuable service that can illuminate 
and mobilize Christian leaders and laypeople alike.”4  
A challenge that church leaders face today is that too often they have been 
essentially trained to lead in a world that no longer exists. As such it is not a reach to 
suggest that leaders in a changing world have a growing sense of frustration in dealing 
with the complexities that now exist in the churches and communities in which they serve. 	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  
2James Kouzes and Barry Posner, The Leadership Challenge, 3rd ed. (San Francisco, CA: Jossey-
Bass, 2002), 177. 
 3Ed Stetzer, “The Pew Forum Releases New Research on Global Christianity,” 
http://www.edstetzer.com/2011/12/the-pew-forum-releases-new-res.html#more (accessed December 22, 
2011). 	  
4Gary Collins, Christian Coaching (Colorado Spring, CO: NavPress, 2002), 49. 
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Steve Ogne points out a major illustration of this complexity when he writes, “Major 
cultural shifts are always fueled by significant change. The modern to postmodern shift 
has been fueled by changes in technology, from television to computers to the Internet 
and beyond.”5 
As a result of major cultural changes, leaders have been directly affected in how 
they train and develop others or, in the words of our stated approach, draw out the best in 
those they lead. Stoltzfus says, “The way we lead and the way we learn to lead is already 
quite different than it was a few decades ago. Top-down systems are giving way to team 
models that empower more people to lead, in a much wider variety of roles.” He goes on 
to summarize, “In short, to be an effective leader means being a coach.”6 
Foursquare leaders have been trained in skills of communicating and preaching, 
but not in listening and attending. Part of that is rooted in their Pentecostal Tradition that 
places a high emphasis on the role of the prophetic. Moving from the “telling” mode 
associated with their history and culture to a “listening” mode associated with good 
coaching practices will be as demanding as it is necessary. It is my conviction that once 
leaders are exposed to our model of Empowered Coaching, they will embrace it as an 
essential skill set for increased personal capacity for leading effectively today. It is an 
approach to coaching that will draw on their high value of Scripture, relationships, and 
the Holy Spirit while equipping them with basic skills to effectively draw out the best in 
those they lead.  
In most leadership situations, coaching is conspicuous by its absence. There is a 
loss of courage accompanied with a sense of paralysis. A loss of perception accompanied 	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  
5Steve Ogne and Tim Roehl, TransforMissional Coaching (Nashville: B&H, 2008), 8. 
 
6Tony Stoltzfus, Leadership Coaching (Virginia Beach, VA: Book Surge, 2005), vii. 
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by a state of disorientation. A loss of accountability accompanied by a preference for 
blaming others. When coaching is present, others are filled with courage and ready to 
take appropriate risks. When coaching is present, others see reality as their friend and 
don’t live in a perpetual state of denial. When coaching is present, the gap between 
knowing and doing is bridged with intentional next steps. As Reggie McNeal in an 
interview responded, “Coaching helps people take responsibility for their own growth 
and become more intentional and more sophisticated in the conversations they have, 
including the conversations they have with themselves as well as those with other 
people.”7 
Our commitment to coaching as an essential skill set is to neither minimize nor 
dismiss the other important skills of preaching, teaching, counseling, mentoring or even 
the prophetic. It is to provide a missing skill set that will aid them in fulfilling their own 
sense of calling to lead and develop those within their local church settings and beyond. 
	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  
7Reggie McNeal. Unpublished notes from an interview by Jonathan Reitz of CoachNet, November 
2009. 
	  5 
SECTION 2      
OTHER PROPOSED SOLUTIONS 
 
 In describing the foundation for being a coaching leader, Harkavy writes, “You 
want to make a difference in the lives of those you lead and experience more success and 
significance as you do so.” 1 This definition, without the benefit of further distinction, 
could easily be utilized for counseling, teaching, managing, consulting, or just plain 
advising. In this section we want to offer a perspective as to why coaching offers a 
unique contribution to the skill sets of church leadership along with other helping 
disciplines.  
To start with, I acknowledge that coaching is just one of many skill sets available 
to pastors in their exercise of their leadership. In Leadership and the One Minute 
Manager, Ken Blanchard, Patricia Zigarmi and Drea Zigarmi present four basic 
leadership styles: Directing, Coaching, Supporting, and Delegating. They argue for a 
situational leadership approach where managers need to be flexible in adopting the most 
effective style for any given situation. Daniel Goleman in an article, “Leadership that 
Gets Results,” in which he reviewed six different leadership styles, came to the same 
conclusion by making the case that “the most effective leaders switch flexibly among the 
leadership styles as needed.”2 
We do well, then, to think of coaching as another tool in the tool belt of a leader. 
We understand that in construction not every problem is a nail; therefore, every answer is 
not a hammer. Sometimes the problem is a screw or a bolt, and very different tools are 	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  
1Daniel Harkavy, Becoming a Coaching Leader (Nashville: TN, Thomas Nelson, 2007), xi. 
 
2Daniel Goleman, “Leadership That Gets Results.” Harvard Business Review (March-April 2000): 
87. 
6 	  
 
required to solve them. This illustration, while perhaps overly simplistic, is helpful in that 
it acknowledges there are multiple tools (skills) that are both required and available to 
enhance leadership. The key is knowing what and when each tool is needed in the 
immediate context. As we contrast coaching with these other disciplines, it should bring 
greater precision to our understanding of how this particular skill set can enhance 
leadership capacities within the pastoral setting. 
 
Counseling 
 
“Coaching and counseling are both one-on-one relationships focused on growth. 
However, counseling tends to concentrate on helping people get well, whereas coaching 
works with healthy people who want to further improve their lives.”3 In general, coaching 
is different from counseling primarily in its orientation. Where counseling is focused on 
the past and its implications for today, coaching is focused on the present and its 
possibilities for tomorrow. Coaching seeks to take advantage of existing strengths while 
counseling provides care for existing weakness or wounds. Collins, coming from a 
background in clinical psychology, affirms this perspective when he writes, “Counseling 
focuses on problems and frequently considers the past. Coaching focuses on the 
possibilities and looks at where people want to go in the future.”4 
 Chad Hall in Faith Coaching expands on the value of counseling and in doing so 
helps to contrast it with the benefits of coaching. He writes, “A counselor is someone 
who has special ability to help another person heal from what he has suffered.” 
	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  
3Tony Stoltzfus, Leadership Coaching (Virginia Beach: VA, Tony Stoltzfus, 2005), 14. 
 
4Gary R. Collins, Christian Coaching, 2nd ed. (Colorado Springs: CO, NavPress, 2002), 16. 
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Emphasizing the orientation of counseling he continues, “Counselors ask questions in 
order to bring up insights about the past so the person being counseled can get to a 
healthy state.” He goes on to contrast it to the coach’s orientation by acknowledging, “As 
a coach, you will be less focused on the past and more focused on the future.”5 
 A helpful caution is offered by Hall in acknowledging the distinctions between 
coaching and counseling when he notes, “Coaching is not an appropriate approach to take 
with someone suffering from mental illness, debilitating addiction, or spiritual oppression 
such that he is incapable of making sound choices.”6 In this light it is important to 
underscore that counseling assumes an absence of health, while coaching works from the 
assumption of health. 
 
Mentoring 
 
 Whitmore reminds us that of all the alternatives we are considering, mentoring is 
the most aligned in the minds of others with coaching. He notes, “In practice and in 
business, mentoring has by and large come to be used interchangeably with coaching.”7 
Whenever we reduce them to mere synonyms for the other, however, we cheat ourselves 
and those we lead out of the uniqueness that each of these disciplines bring to serving 
those we lead.  
Paul Stanley and J. Robert Clinton in their work called Connecting give us a 
starting point with their definition, “Mentoring is a relational experience in which one 	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  
5Bill Cooper, Chad Hall, and Kathryn McElveen, Faith Coaching: A Conversational Approach to 
Helping Others Move Forward in Faith (Hickory, NC: Coach Approach Ministries, 2009), 24. 
 
6Ibid., 24. 
  
7John Whitmore, Coaching for Performance (Yarmouth, ME, Nicholas-Brealey, 2002), 12. 
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person empowers another by sharing God-given resources.”8 Their definition provides 
perspective on why mentoring and coaching are often blurred and also a key fundamental 
difference between them. Both deal in the context of relationships, and both are focused 
on empowering others, but the distinction is on where the resourcing is coming from. In 
mentoring it flows from the mentor to mentoree, while in coaching it is being drawn from 
the person being coached. A simple but memorable way of recalling this distinction is to 
say, “Mentors pour out, while coaches draw out.” Or as Stoltzfus expands on this 
thought, “When I’m mentoring, I’m teaching a person, letting them draw from me or 
learn from my experience. When I’m coaching, I’m pushing a person to draw from his or 
her own resources and experiences.”9 
Mentoring differs from coaching primarily in that the mentor is seen as one with 
expertise and experience from which the mentoree can derive personal benefit. David 
Peterson and Mary Hicks affirm this when they write, “Mentors typically share insights 
and lessons from their personal storehouse of experiences and opportunities.”10 Collins 
affirms and expands on this perspective. “A mentor is an authority in his or her field as a 
result of disciplined study and experience. This person is willing to commit time and 
emotional energy to a relationship that guides an understudy’s growth and 
development.”11 
	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  
8Robert Clinton and Paul D. Stanley, Connecting (Colorado Springs, CO: NavPress, 1992), 33. 
 
9Tony Stoltzfus, Leadership Coaching (Virginia Beach, VA: Tony Stoltzfus, 2005), 10. 
 
10Mary Dee Hicks and David B. Peterson, Leader As Coach: Strategies for Coaching and 
Developing Others (Minneapolis, MN: Personnel Decisions, 1996), 16. 
 
11Gary R. Collins, Christian Coaching,  2nd ed. (Colorado Springs, CO: NavPress, 2009), 18. 
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 There is no doubt mentoring can play a significant role in those you lead. “A 
mentor has succeeded in certain aspects of business or life. By imparting what he or she 
has learned, the mentor helps others to avoid pitfalls or shorten learning curves.”12 While 
mentoring and coaching do share similarities, the fundamental difference between 
“pouring in” or “drawing out” is significant. “Whereas mentors may exemplify and share 
expert knowledge about vocational or spiritual issues, coaches do not claim to bring 
expertise or special knowledge about the client’s area of interest.”13 Instead of seeing the 
coach as the “expert,” coaching sees the client as the expert on his own experience so the 
coaching process focuses on providing a context for discovering the life lessons God has 
already shaped within them. 
 
Teaching 
 
 Teaching can be associated with presenting concepts and ideas through a more 
structured environment where the focus is on information and knowledge. Hall’s 
perspective on teaching can provide a helpful framework for exploring how it is distinct 
from coaching. “A teacher is someone who imparts knowledge or skill to another person. 
In the classical sense, teaching assumes there is a body of knowledge about which the 
teacher is an expert and the student is less familiar.”14 
 Once again coaching is distinct in that expertise is not something that is primarily 
residing in the coach but rather in the one they are coaching. While a teacher’s expertise 	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  
12Daniel Harkavy, Becoming a Coaching Leader (Nashville: Thomas Nelson, 2007), 38. 
 
13Gary R. Collins, Christian Coaching,  2nd ed. (Colorado Springs, CO: NavPress, 2009), 19. 
 
14Bill Cooper, Chad Hall, and Kathryn McElveen, Faith Coaching: A Conversational Approach to 
Helping Others Move Forward in Faith (Hickory, NC: Coach Approach Ministries, 2009), 23. 
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may be limited in scope, leaders utilizing a coaching approach are not bound by the areas 
of knowledge they have mastered. Through coaching, leaders are drawing on those they 
are coaching for self-learning and helping them to discern those things that the Holy 
Spirit is endeavoring to teach them. 
 Ultimately, good leaders understand that information does not necessarily lead to 
transformation. Knowing doesn’t always or automatically translate to doing. This is not 
meant to devalue the benefits from instruction leading to knowledge and insight; it is to 
underscore the distinction between teaching and the heart of coaching, which is 
transformation. “Great coaches come alongside leaders so that leaders can be transformed 
into the image of Christ and join Him on His redemptive mission.”15 
 
Consulting 
 
 “A consultant comes into an organization to determine where the most significant 
challenges or opportunities for improvement might be and then makes specific 
recommendations to overcome those challenges or implement those improvements.”16 
Whereas consultants are asking questions to offer informed recommendations, coaches 
are asking questions to help others discover or find the answers and solutions they need. 
Consulting assumes an expertise that can be helpful for needed change but normally 
doesn’t accept responsibility to follow through with its full implementation. Logan 
describes it this way, “consulting provides breakthroughs and coaching provides follow 
	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  
15Steve Ogne and Tim Roehl, TransforMissional Coaching (Nashville: B&H, 2008), 7. 
 
16Daniel Harkavy, Becoming a Coaching Leader (Nashville: Thomas Nelson, 2007), 38. 
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through.”17 While it is true that coaching can and should provide breakthrough moments 
as well, Logan is pointing out the immediacy of impact on an organization while 
coaching is acknowledging a process-orientation for lasting transformation. 
 Once again, we can quickly see the similarities between the two in that the use of 
questions is essential to gain insight and clarity in the context of finding a working 
solution. There is no doubt that consulting is a viable asset in providing a new set of eyes 
to a context where blindness by reason of proximity has limited creative responses to 
challenges, but through coaching the pastor is focusing on helping the person being 
coached (PBC) to create their own solutions their situations require. 
 
Summary 
 
 Our review of the alternatives available to church leaders reveals a number of 
skills and competencies that can be of great assistance in their ministry settings. But the 
review also underscores well the uniqueness that the principles and practice of good 
coaching provides. Creswell in Coaching for Excellence offers a helpful summary on the 
distinction between coaching and these other leadership skills as being “related to who is 
viewed as the expert.”18 In the other leadership disciplines we’ve offered as alternatives, 
the person offering them is the expert, wherein in coaching it is the person who is being 
coached who is considered the expert. All of these leadership disciplines are valuable and 
needed in the pastoral setting, but coaching is unique from them and it is something that 
every leader can learn to do effectively. 	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  
17Bob Logan, “Consulting vs. Coaching,”  Logan Leadership Blog. 
http://loganleadership.com/2010-10/consulting-vs-coaching (accessed July 22, 2011). 
 
18Jane Creswell, Coaching for Excellence (New York, NY: Alpha Bo, 2008), 14. 
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 In the section to follow, we will provide an exploration of the fundamental 
assumptions that drive coaching, along with an orientation to the basic principles and 
practices of coaching that will allow leaders to enhance their capacity in leading others to 
be the best version of themselves. 
	  13 
SECTION 3      
THE THESIS 
 
 Our thesis is that Foursquare leaders can enhance their leadership capacity in 
drawing out the best in others through the application of the principles and practices of 
good coaching. Our objective is not to turn these leaders into great coaches but to 
leverage coaching as a legitimate tool to improve their leadership skills. This section will 
identify six essential elements that will provide these leaders with an empowered 
coaching framework to achieve this objective.  
 Coaching for our purposes finds its empowerment relationally, biblically, 
intentionally, skillfully, strategically, and supernaturally. As such it begins with the 
fundamental concept that at the heart of all good coaching is an authentic relational 
connection between the leader and the one being coached. Foursquare leaders take 
seriously the context of relationships for living out their faith, and a fundamental 
understanding of the human connection in coaching is empowering. 
 Because Foursquare leaders hold to a high value of the Scriptures in matters of 
faith and practice, it is essential for us to provide biblical support for the principles of 
good coaching as well as examples and illustrations of it from the biblical record. There 
is no doubt that for these leaders a firm biblical foundation brings a corresponding 
empowerment to their ministry to others. 
 Intentionality is at the heart of empowered coaching, and this means having a 
basic philosophical base that provides the leader with the greater latitude for needed 
improvisation as they coach others. Like musicians who practice their scales in order to 
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have greater freedom to improvise, leaders who master a basic coaching paradigm find a 
greater ability to move intuitively with those they are coaching.  
Some leaders are clearly already gifted in a way that enables them to intuitively 
function as good coaches. But even in these cases, good coaching practices can be 
identified and passed along, enhancing the leaders’ capacity to serve others through 
coaching. Furthermore, regardless of gifting or leadership style, every leader can become 
functional in the basic skills and practices of good coaching, such as listening, asking 
good questions, and giving helpful feedback. Coaching in the life of a leader is 
empowered through the mastery of essential skills that enable them to draw out the best 
in those they lead. 
Coaching conversations are enhanced when they are engaged strategically. One 
primary way to facilitate this is to adopt a model to help frame the coaching conversation 
so that it moves towards the objective of creating expectation, awareness, and 
responsibility. Without a strategic approach such as this, the coaching conversation can 
be sidetracked by issues unrelated to the original coaching objective and be reduced to a 
conversation between friends that lacks intentional outcomes. 
 But at the core of the Foursquare ethos is a deep commitment to the person and 
work of the Holy Spirit. So these leaders want to know that they are empowered by God 
in this approach to serving others. They desire ministry that illustrates the presence of 
God in enabling them to care for others and the evidence of God showing up in the 
transforming work of those they lead. So coaching within our Foursquare context will not 
only be strategic but Spirit-led and empowered. 
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In Foursquare, leadership is a given; coaching isn’t. This dissertation will seek to 
provide an orientation to Foursquare leaders as to the benefits of and practice of coaching 
as an extraordinary tool for drawing out the best in those they lead. The objective is not to 
build a coaching culture within Foursquare but to value coaching within our existing 
culture in a way that will enable us to enhance our leadership capacity. 
 
Empowered Relationally 
 
“At the core of Christian coaching are relationships—first with Christ, then with 
others. The model for this centrality of relationships is found in Jesus’ greatest 
commandment, ‘Love the Lord your God with all your heart and with all your soul and 
with all your mind.’ This is the first and greatest commandment. And the second is like it: 
‘Love your neighbor as yourself’” (Mt. 22:37-38).1 
I was first introduced to the intentional utilization of coaching in a training 
session conducted by Bob Logan for Foursquare Leaders in 2002. During the training, I 
recognized that much of what is identified as good coaching was something I was 
practicing intuitively within my ministry setting. This intuitive practice of coaching skills 
by Christian leaders is no doubt partly because of how coaching parallels other leadership 
skills such as mentoring, counseling, and consulting. In addition I had, in my case, been 
exposed to good coaching from others whom God has used along the way to draw the 
best out in me. But during the sessions with Bob I realized the Holy Spirit was 
challenging me to greater intentionality in utilizing coaching in caring and developing 
others. I realized that, just as musicians who practice the fundamentals to provide them 	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  
1Chad Hall and Linda Miller, Coaching for Christian Leaders (St. Louis, MO: Chalice Press, 
2007), 13. 
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with greater freedom for improvising in their performance, the discipline of embracing an 
intentional approach to coaching would enhance my real-life and real-time connections to 
those I would lead. I saw then that, as Gary Collins says, “Coaching is a form of servant 
leadership that involves encouraging or challenging people to pursue their goals and 
fulfill their potential.”2 
 What gives coaching its true power is the heart of the leader for those being 
coached. It is essential that we remember that the most fundamental aspect of coaching is 
that it is a relationship. “Coaching is an incarnational relationship between one leader and 
another that is intended to empower his or her life and ministry.”3 Jesus witnessed to this 
perspective in how he went about bringing out the best in those he led. “He appointed 
twelve—designating them apostles—that they might be with him and that he might send 
them out to preach and to have authority to drive out demons” (Mark 3:14-14). Note the 
pattern: “be with him” that he might “send them out.” For the disciples, relationship was 
at the heart of releasing them to effective ministry. Miller and Hall's very definition of 
coaching underscores the centrality of this relational empowerment: “Christian coaching 
is a focused Christ-centered relationship that cultivates a person's sustained growth and 
action.”4  
It is no doubt universally accepted that caring for those we lead is central to 
pastoring. We are proposing that one additional way in caring for those you lead is to 
adopt the practices of good coaching. Utilizing the equity of our relational contexts, we 	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  
2Gary R. Collins, Christian Coaching, 2nd ed. (Colorado Springs, CO: NavPress, 2009), 41. 
 
3Steve Ogne and Tim Roehl, TransforMissional Coaching (Nashville: B&H, 2008), 26. 
 
4Chad Hall and Linda Miller, Coaching for Christian Leaders (Danvers, MA: Chalice Press, 2007), 
10. 
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can utilize coaching skills to help others become better versions of themselves—who God 
has purposed them to be, something that Logan underscores when he offers, “To coach 
someone is to make a lasting investment in the life of another person and in the kingdom 
of God. Imagine the impact you could have for Christ by being a Barnabas, an 
encourager, in the lives of others.”5 
Our pastoral privilege to care for others is rooted not just in the uniqueness of our 
calling but is central to “our Christian responsibility to help one another release our full 
potential.”6 “And let us consider how we may spur one another on toward love and good 
deeds. Let us not give up meeting together, as some are in the habit of doing, but let us 
encourage one another—all the more as you see the Day approaching” (Hebrews 10:24-
25). 
Logan goes on to say, “Sometimes we can forget that at its core coaching is a 
relationship. It’s about qualities like trust, connection, support and understanding.”7 This 
is not hard to imagine when we reflect on our own personal experience. As we reflect on 
those who have had the most enduring impact and influence in our lives, it becomes 
obvious that it was those who invested the most in us relationally. It is no different in 
coaching: when we position the coaching of others within a relational context, we provide 
one of the very best contexts for meaningful and enduring life change. 
“Coaching begins with connecting to the person being coached. Regardless of 
your coaching ability, you must establish trust before any real progress can be made. 	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  
5Sherilyn Carlton and Bob Logan, Coaching 101: Discover the Power of Coaching (St. Charles, 
IL: ChurchSmart Resources, 2003), 15. 
 
6Ibid., 15. 
 
7Ibid., 31. 
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When people sense that you have a sincere interest in them and their progress, they will 
be much more open to the possibility of coaching.”8 This statement by Creswell in 
Coaching for Excellence reiterates that coaching is indeed empowered through authentic 
relational connections. 
King and Logan in The Coaching Revolution propose that the foundational nature 
of relationship as a starting point be extended not only to congregants but also to 
employees. “Creating an open and safe relationship with employees so that they can 
begin to see their mistakes, admit their weaknesses, and talk about their potential that is, 
so far, just potential.”9  
We find excellent help for framing out this basic relational principle in the 
process of becoming an empowered coach from Laura Whitworth who, in Co-Active 
Coaching, refers to this relational context as the “coaching environment.” In her words, 
people “come to this place on a regular basis with no other purpose than their own 
growth.” She continues by saying, “The first step in building an effective coaching 
relationship is to create a safe and courageous space for the client”10 
Whitworth describes this “safe place” with four terms that certainly would serve 
well within the pastoral context. They are: confidentiality, trust, veracity, and 
spaciousness. 
	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  
8Jane Creswell, Coaching for Excellence (New York: Alpha Books, 2008), 5. 
 
9John King and David Logan, The Coaching Revolution (Avon, MA: Adams Media, 2004), 5. 
 
10Henry Kimsey-House, Phil Sandahl, and Laura Whitworth, Co-Active Coaching (Palo Alto, CA: 
Davies-Black, 1998), 15.  
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• Confidentiality. “To give themselves wholly to a coaching relationship, clients 
need the assurance of confidentiality.”11 Every leader understands the importance 
of confidentiality within a faith context, so coaching that empowers others to 
explore deep change in their lives must be undergirded with this stated 
commitment.  
• Trust: Trust is actually a reciprocal process. One the one hand, the leader doing 
the coaching trusts those being coached to be fully committed to the process they 
are undertaking, that they are taking this seriously. On the other hand, the persons 
being coach find their confidence in the coach building as they experience the 
results the coach brings through the coaching process.  
• Veracity. Truth telling is expected and needed for real progress to be made. 
Within the faith-based context, this is where the biblical concept of grace doesn’t 
lead us to respond in shock or judgment. Truth-telling and grace-giving need not 
be seen as opposites but complementary aspects of an empowered coaching 
relationship. Or as Susan Scott defines it, “a fierce conversation is one in which 
we come out from behind ourselves into the conversation and make it real.”12 
• Spaciousness. This is where we simply give others the space to vent, process, 
explore, and act. Providing space for the activity of God and the work of the Holy 
Spirit in the life of another is an essential part of our pastoral calling. Epperly 
captures the essence of this when he writes, “practicing the presence of God in 
	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  
11Ibid., 16 
 
12Susan Scott, Fierce Conversations (New York: Berkley Book, 2002), 7. 
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pastoral care means making a commitment to joining radical acceptance with 
healing intentionality in every pastoral encounter.”13 
Whitmore underscores how this relational “safe place” empowers coaching when 
he writes, “Coaching is as much about the way things are done as about what is done. 
Coaching delivers results in large measure because of the supportive relationship between 
the coach and the coachee, and the means and style of communication used.”14  
An empowered coaching experience requires a coach who is fully present to the one 
being coached. Susan Scott captures the essence of this aspect of being relationally 
empowered when she writes, “What I did have was fierce affection for each of my clients, 
genuine curiosity about the topic of the moment, an insatiable appetite for learning, and a 
fierce resolve to be with each individual, prepared to be nowhere else.”15 Or as Hall and 
Miller write, “Be prepared means being able to focus on and be fully present with the 
person being coached, being in a place without interruptions, and being ready to 
concentrate on whatever the person being coached brings to the conversation.”16 
Although coaching must be empowered relationally, it is looking beyond the 
relationship to hopeful outcomes. “Christian coaching is purposeful in intent. It is not a 
relationship for the sake of relationship. It is a relationship with a precise and stated 
	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  
13Bruce Epperly and Katherine Epperly, Tending to the Holy: The Practice of the Presence of God 
in Ministry (Herndon, VA: Alban Institute, 2009), 114.  
 
14Henry Kimsey-House, Phil Sandahl, and Laura Whitworth, Co-Active Coaching (Palo Alto, CA: 
Davies-Black, 1998), 7. 
 
15Susan Scott, Fierce Conversations (New York: Berkley Book, 2002), 96. 
 
16Chad Hall and Linda Miller, Coaching for Christian Leaders (St. Louis, MO: Chalice Press, 
2007), 13. 
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reason for being. The focus in a coaching relationship is always on the person being 
coached and supporting that person’s growth and action.”17 
Healthy Foursquare leaders see relationships as central to the living out of their 
pastoral calling. In empowered coaching, relationships not only define our approach but 
also clarify our expectations. In an empowered coaching relationship, we are anticipating 
a living out of the proverb, “As iron sharpens iron, so one man sharpens another” (Pr. 
27:17). We find affirmation even in the secular community in the definition of coaching 
by the International Coaching Federation, “Personal and business coaching is an ongoing 
professional relationship that helps people produce extraordinary results in their lives, 
careers, businesses or organizations.”18  
 
Empowered Biblically 
 
Succinctly put, “Coaching at its best is grounded in biblical principles and 
practices.”19 While coaching is not explicitly noted in Scripture, the fundamental 
assumptions that frame extraordinary coaching and its best practices are certainly 
illustrated therein. Perhaps one of the most succinct yet comprehensive passages of 
Scripture that encapsulates our stated paradigm of coaching is found in 1Thessalonians 
2:11-12. “For you know that we dealt with each of you as a father deals with his own 
children, encouraging, comforting and urging you to live lives worthy of God, who calls 
you into his kingdom and glory.” 	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  
17Chad Hall and Linda Miller, Coaching for Christian Leaders (Danvers, MA; Chalice Press, 
2007), 12. 
 
18Ibid., 10. 
 
19Steve Ogne and Tim Roehl, TransforMissional Coaching (Nashville: B&H, 2008), 53. 
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In this passage of Scripture the outcome of “lives worthy of God,” speaks to the 
objective of good coaching, to the drawing out the best of God’s intended purpose in the 
life of another. When we help others to live out their fullest potential, we are enabling 
them to offer their greatest contribution to “his kingdom and glory.” 
Though this passage utilizes the parental metaphor of a father dealing with his 
children, the three essential features of a father’s care link wonderfully to our stated 
coaching paradigm. “Encouraging” relates to our commitment to building expectation, 
“comforting” to the component of awareness, and “urging” to leading those coached to 
taking personal responsibility. At the very heart of Paul’s commitment to move people 
towards their kingdom contribution is a reflection of empowered coaching’s goal to draw 
out the best in those we lead. 
 Beyond this key text is a host of illustrations throughout Scripture and in 
particular in the ministry life of Jesus that add biblical support to the suitability and 
power of coaching as a worthy skill set and perspective empowering others to be the best 
God-shaped versions of themselves.  
 
Old Testament Support 
 
 There is one story above all others that draws the attention of all those looking for 
insight into biblical principles of leadership, that of Moses’ father-in-law Jethro. While 
much could be gleaned from this encounter between Moses and Jethro for leadership in 
general, it is Jethro’s utilization of questions that lead Moses to an awareness of a reality 
that had escaped Moses and triggers a profound discovery of drawing out the best in the 
care and leadership of Israel. 
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 Jethro’s actions illustrate what Proverbs 20:5 states, “The purposes of a man’s 
heart are deep waters, but a man of understanding draws them out.” This proverb 
underscores the challenge of clearly understanding the motives that drive our actions. It 
also validates the role of a coach in bringing forth awareness of reality in those they are 
coaching. Added to proverb are similar passages such as Proverbs 27:17, “As iron 
sharpens iron, so one man sharpens another,” as well as Proverbs 27:6, “Wounds from a 
friend can be trusted.” These texts support once again a coaching process that seeks to 
enhance the life of another even in the case of facing difficult truth about oneself. Two 
other biblical stories that serve to underscore how the practice of asking good questions 
leads to greater awareness, even in the most self-deceptive of cases are found in Nathan’s 
confronting of David and of God’s confrontation with Cain. Nathan the Prophet, rather 
than directly confronting David about his sin with Bathsheba, instead uses an indirect 
method of bringing conviction (2 Samuel 12). Perhaps most intriguing. though, is 
Genesis 4:9, 10 where God confronts Cain with the sin of killing his brother with a 
question, not a direct accusation. 
 
New Testament Support 
 
 Ogne and Roehl make a case for an understanding of the word “equipping” in 
Ephesians 4:11-12 as supportive evidence of a biblical mandate for coaching. They 
propose that this word describes the process God uses to repair something that is broken, 
restore someone who has fallen, leading to that which enables individuals to fully engage 
their kingdom contribution. They summarize the force of this text by a quote from a 
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doctoral dissertation by Buck Rodgers: “Coaching is part mending, part restoring, and 
part inspiration, which all contributes to the Body being built up.” 
 Many who write on coaching from a Christian-based perspective identify 
Barnabas as a helpful model for coaching.20 No doubt it starts with the meaning of his 
very name as the “Son of Encouragement” (Acts 4:36). Ogne and Roehl summarize 
Barnabas’ modeling of coaching in three ways. 
1. In Acts 9:23-31 Barnabas discerned potential in others, especially Paul. 
2. In Acts 11:22-24 Barnabas discovered God at work as he worked alongside 
others. 
3. In Acts 11:25-26 he deployed the potential of others. 
Logan designates this as the Barnabas Factor and describes his model of coaching others 
as “someone who believes in them, someone who would come alongside to listen to 
them, ask questions, and help them clarify where God wants them to go.”21 Note, 
however, that while we refer to Barnabas as a helpful model, it is imperative that we not 
connect coaching to a certain personality type. While certain personality types may in 
fact provide an intuitive advantage, people of all personality types can develop good 
coaching skills. 
 
	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  
20Steve Ogne and Tim Roehl in TransforMissional Coaching (61-63), Sherilyn Carlton and Bob 
Logan in Coaching 101 (15-17). Ircel Harrison on his blog, The Catalytic Coach, calls Barnabas “the 
patron saint of coaching.” (http://ircelharrison.wordpress.com/2010/03/19/barnabas-the-patron-saint-of-
coaching/ ; accessed July 20, 2011). 
 
21Sherilyn Carlton and Bob Logan, Coaching 101: Discover the Power of Coaching (St. Charles, 
IL: Church Smart Resources, 2003), 16. 
 
25 	  
 
Jesus as a Model Coach 
 
Laurie Beth Jones, who has become a renowned author by providing 
contemporary metaphors for the life and ministry of Jesus, added Jesus, Life Coach: 
Learn from the Best in 2006.22 Ogne and Roehl refer to him as our Master Coach, while 
Jane Creswell writes on Christ-Centered Coaching. A word of caution is, however, in 
order when we place such a title on Jesus. While it may possibly be helpful in 
underscoring the biblical support for coaching, it also has the potential for inadvertently 
demeaning the person and work of Christ. To put it bluntly, Jesus was not a good (great 
or incomparable) coach, he was and is the Son of God. Before we reflect on how Jesus’ 
life and ministry inform us on coaching, we would do well to consider Paul’s soaring 
description of Christ as a way of gaining appropriate perspective in our considerations. 
He is the image of the invisible God, the firstborn over all creation. For by him all 
things were created: things in heaven and on earth, visible and invisible, whether 
thrones or powers or rulers or authorities; all things were created by him and for 
him. He is before all things, and in him all things hold together. And he is the 
head of the body, the church; he is the beginning and the firstborn from among 
the dead, so that in everything he might have the supremacy. For God was 
pleased to have all his fullness dwell in him, and through him to reconcile to 
himself all things, whether things on earth or things in heaven, by making peace 
through his blood, shed on the cross. Colossians 1:15-20 
 
 This breathtaking description of Christ does not however invalidate the fact that 
he powerfully illustrates in his life and ministry some of the core disciplines associated 
with good coaching. Chief among them is his very frequent use of questions as a means 
of drawing people out. Depending on what version you read, Jesus asked at least 60 
questions in the Gospel of Mark alone! They range from inquiring about personal 
	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  
22Among Beth Jones many books are such titles as: Jesus, CEO, Jesus, Career Counselor, and 
Jesus In Blue Jeans. 
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expectation: “Do you want to get well?” to inquiries about internal motivation: “Why are 
you thinking these things in your hearts?” The power of appropriately framed questions 
to bring about clarity is poignantly illustrated in Matthew 16:13-17 where Jesus draws 
out from the disciples (Simon Peter in particular) the revelation the Father had given to 
them about His identity as Messiah and Son of God. No, Jesus’ life should not be 
trivialized with any kind of coaching title, but neither can we ignore the profound way in 
which Christ himself repeatedly illustrates the best practices and principles of coaching in 
drawing out the best in those we lead. 
 
Holy Spirit’s Role in Coaching 
 
Three passages provide helpful insight as to the activity of the Holy Spirit in the 
practice of coaching. 
“And I will ask the Father, and he will give you another Counselor to be with you 
forever—the Spirit of truth. The world cannot accept him, because it neither sees 
him nor knows him. But you know him, for he lives with you and will be in you.” 
John 14:15-17 
 
“But the Counselor, the Holy Spirit, whom the Father will send in my name, will 
teach you all things and will remind you of everything I have said to you.”  
John 14:26 
 
“But when he, the Spirit of truth, comes, he will guide you into all truth. He will 
not speak on his own; he will speak only what he hears, and he will tell you what 
is yet to come.” John 16:13 
 
 The Greek word, “Counselor” is Parakletos, which has also been translated as 
helper or comforter in other translations. This term has commonly come to express 
someone called alongside and in this case expresses God’s abiding presence in our lives. 
Empowered coaching places value and dependence upon the activity of the Holy Spirit in 
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the lives of those being coached. We are dependent upon his indwelling presence to 
illuminate hearts and minds to the will of the Father as well as insight into priorities and 
next steps for living out our God-given callings. The presence and power of the Holy 
Spirit is a reminder that coaching within a Christian tradition is not about a  
self-manufactured life but a surrendered one to the purpose and power of God.23 In 
Logan’s word, it mirrors a key definition of coaching in that, “A coach is someone who 
comes alongside to help others find their focus.”24 
Leaders within the Foursquare Church also hold to a theological framework of 
placing a high value on welcoming what the Scripture declares as the “manifestation of 
the Spirit for the common good” (1Corinthians 12:7). In particular, the gift of prophecy 
reflects intended benefits that clearly align to our coaching paradigm. “The one who 
prophesies speaks to people for their upbuilding and encouragement and consolation” 
(1Corinthians 14:3). In light of this, we can anticipate that there will be a unique 
superintending of the Holy Spirit in the lives of those being coached when the coaching is 
done in an atmosphere of dependence upon him.  
 
Empowered Intentionally 
 
 Coaching as a primary skill for pastors has the potential to challenge fundamental 
paradigms for how many of them have been leading. Most pastors have been trained to 
think of themselves as experts with the corresponding focus on telling (teaching, 	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  
23The narrative of the Rich Young Ruler in Mark 10:17-22 is helpful biblical reflection on the 
distinction between surrendering to the purposes of God and holding on to your own preoccupations of 
what is best for your life. 
 
24Sherilyn Carlton and Bob Logan, Coaching 101: Discover the Power of Coaching (St. Charles, 
IL: Church Smart Resources, 2003), 13. 
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instructing, advising, etc.) rather than listening. Therefore, in order for coaching to serve 
its highest and most ennobling impact on those we lead, it is essential that we identify 
and clearly articulate the fundamental assumptions of good coaching that must shape our 
thinking as effective, empowering coaches.  
 For ease of recall, we have identified our intentional approach to coaching in 
terms of three essential elements: Expectation, Awareness, and Responsibility (EAR). 
The acronym also serves as an early and continuing reminder that listening rather than 
speaking is at the heart of good coaching.  
Before unpacking the specifics of our coaching model, we will review how other 
practitioners support this paradigm from their own perspective. In doing so, we will show 
how this simple coaching paradigm provides an accessible yet comprehensive way of 
understanding how coaching stands apart from other helpful disciplines. We will also 
show how this frames out its best practices for pastors.   
 What we have identified as a coaching paradigm, Hargrove in Masterful 
Coaching refers to as a coaching methodology. In his methodology he identifies three 
governing values that link directly to our EAR model. They are “internal commitment,” 
“valid information,” and “free and an informed choice.”25 Internal commitment focuses 
on the personal aspirations and expectations of the one being coached (Expectation). 
Valid information that flows out of observation and listening helps to frame a clarity 
regarding current reality (Awareness). All of this leads to free and informed choice that 
underscores the fact that, the person being coached accepts responsibility for his or her 
	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  
25Robert Hargrove, Masterful Coaching: Extraordinary Results by Transforming People and the 
Way They Think and Work (San Francisco, CA: Jossey-Bass, 1995), 26.  
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own life and actions (Responsibility). The result according to Hargrove is that it will 
bring out the best in those we lead. 
 Joseph Umidi, in his training for leadership coaching, closely parallels our EAR 
model with his core coaching values of: 
• Believe in the individual 
• God initiates change 
• Leaders take responsibility26 
For Umidi, expectation is rooted in the advocacy of God for each individual, 
while awareness is framed in discovering the purpose of God that the person being 
coached is seeking to align to. Finally, responsibility fosters a responsible stewardship for 
their own lives in those we coach. 
 Whitmore, in Coaching for Excellence, refers to the “nature of coaching”27 as 
building awareness and responsibility in others. While he does not utilize the word 
expectation, it can be implied in his work when he writes, “To use coaching successfully 
we have to adopt a more optimistic view than usual of the dormant capability of 
people.”28  
 In The Coaching Revolution, Logan and King, seeking to simplify the complexity 
related to coaching, reduce the process to three words: see, say, and do. For our model, 
“see” relates to our concept of building awareness, while “say” and “do” combine to the 
taking responsibility part of our EAR model. For Logan and King, “say” relates to 	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  
26Joseph Umidi, ACT: Accelerated Coach Training Manual (Virginia Beach, VA, 
Transformational Leadership Coaching, 2011), 27. 
 
27John Whitmore, Coaching for Performance, 3rd ed. (Yarmouth, ME: Nicholas Brealey), 32.  
 
28Ibid., 14. 
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articulating goals to pursue while “do” addresses the specific steps they will take to 
achieve them. Once again, like Whitmore, the concept of expectation is assumed in their 
approach as illustrated by this statement, “Champions need people to show them where 
they aren’t realizing their full potential. Then they need the same people to guide them 
through the process of turning potential into performance goals.”29 
The commonality of our EAR model among many practitioners is illustrated 
when Collins quotes coach Allan Nelson as saying, “A leadership coach is someone who 
walks with you for a season, steps into your life and provides feedback, a different 
perspective, and when appropriate, a nudge to move you forward.”30 
 
Expectation 
 
 As pastors, our expectations and belief in others is grounded in the fact that they 
matter to God. No matter how lost or disoriented people may become, the gospel makes it 
clear that they matter to God. The three parables in Luke 15 of the lost coin, sheep, and 
son provide for us a rich context to believe that no matter how much people get “lost” in 
their lives, God wants them to find their way home to him and his highest purpose for 
them. The Scriptures say it this way, “For we are God’s handiwork, created in Christ 
Jesus to do good works, which God prepared in advance for us to do” (Ephesians 2:10). 
Creswell put this plainly when she writes, “Christ-Centered coaches assume untapped 
potential in everyone and insist that it be discovered and developed.”31  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  
29Dave Logan and John King, The Coaching Revolution (Avon, MA: Adams Media, 2004), 5. 
 
30Gary R. Collins, Christian Coaching, 2nd ed. (Colorado Springs, CO: NavPress, 2009), 72. 
 
31Jane Creswell, Christ-Centered Coaching: 7 Benefits for Ministry Leaders (St. Louis, MO: 
Chalice Press, 2006), 17.  
31 	  
 
For pastors, the concept of expectation begins with belief in the activity of God in 
the lives of others. It entails recognizing that God is already at work and that we cannot 
only discern his activity but align ourselves to cooperate with Him in it. It is more than a 
radical belief in people, it is radical belief that people matter to God and that through the 
work of the Holy Spirit, he wants them to be released to their God-given potential and 
purpose. Listen to this promise from Scripture, “So from now on we regard no one from a 
worldly point of view. Though we once regarded Christ in this way, we do so no longer. 
Therefore, if anyone is in Christ, the new creation has come: The old has gone, the new is 
here!”   As Logan writes, “I help people clarify and achieve what they want to 
accomplish in life and work—I help them to live from the core of who they are.32 
 This belief in people is at the heart of what drives effective coaching. It can be 
said that belief in the individual being coached is a fundamental, across-the-board 
assumption in coaching that draws out the best in others. Stoltzfus says it this way, 
“Coaching is a radical belief in people, practiced in a consistent, disciplined way in order 
to help others grow.”33 Hargrove writes, “To have an empowering coaching relationship 
the coach must recognize that people have the inherent creativity, intelligence, and tacit 
knowledge they need to succeed but may need help in gaining access to it.” 34 Whitmore 
simplifies it with his statement, “The expressions ‘to get the best out of someone’ and 
	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  
 
32Sherilyn Carlton and Bob Logan, Coaching 101: Discover the Power of Coaching (St. Charles, 
IL: ChurchSmart Resources, 2003), 7. 
 
33Tony Stoltzfus, Leadership Coaching (Virgina Beach, VA: Coach22, 2009), 2-3.R 
 
34Robert Hargove, Masteful Coaching: Extraordinary Results by Transforming People and the 
Way They Think and Work (San Francisco, CA: Jossey-Bass, 1995), 57.  
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‘your hidden potential’ imply that more lies within the person waiting to be released.”35 
The International Coach Federation includes concept of expectation in the very definition 
of coaching as a “partnering with clients in a thought-provoking and creative process that 
inspires them to maximize their personal and professional potential.”36 
 When the pastor as a coach is committed to discerning the activity of God, and to 
a biblical perspective of personal destiny with a corresponding belief in others, a high 
degree of expectation can be anticipated in their efforts to draw out the best in others they 
lead. Pastors putting out this challenge to those they lead are saying, in effect, “You are 
an original, an utterly unique human being. You cannot have the life you want, make the 
decisions you want, or be the leader you are capable of being until your actions represent 
an authentic expression of who you really are, or who you wish to become.”37 
 
Awareness 
 
Whereas expectation creates a culture of hope, it is awareness that grounds that 
hope in reality. According to Whitmore, “The first key element of coaching is 
AWARENESS, which is the product of focused attention, concentration and clarity.”38 
Whitmore then speaks directly to why this awareness is so essential to empowered 
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(accessed July 24, 2011). 
 
37Susan Scott, Fierce Conversations (New York: Berkley Books, 2002), 67. 
 
38John Whitmore, Coaching for Performance, 3rd ed. (Yarmouth, ME: Nicholas Brealey, 2002), 
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coaching, “I am able to control only that of which I am aware. That of which I am 
unaware controls me. AWARENESS empowers me.”39  
 If awareness is so essential, the next logical question to ask, then, is “awareness of 
what?” For our context there are at least three things that we should seek clarity about for 
the person being coached: (1) self-awareness as to values, strengths, resources, 
expectations; (2) awareness of current reality and circumstances, and (3) awareness of 
God’s perspective and instructions that can lead to clearer discernment. In this sense, the 
pastor as a coach “is not a problem solver, a teacher, an adviser or instructor, or even an 
expert; he or she is a sounding board, a facilitator, a counselor, an awareness raiser.”40 
 Central to the concept of awareness is how coaching leverages the way adults 
really learn to bring about sustainable change and growth. It is generally believed that 
good information generates action and that individuals will initiate their own change once 
they have that information. In essence, this is an assumption that information will bring 
about transformation. But, as Umidi points out, effective adult learning is experiential 
and interactive and it is reflection, feedback, and debriefing that maximize retained 
insight.41 Whitmore, in Coaching for Performance, supports this assertion by presenting 
evidence on learning and doing. His research revealed that students who were told, 
shown, and experienced a particular subject matter retained over 65% of that subject 
matter after three months. This is in stark contrast to the 10% for the same block of time 
of those who only were told.  
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Table 3.1. Learning + Doing from Coaching for Performance42 
 
 
 
The component of awareness in our paradigm legitimizes and adopts the process 
of adult learning as a primary means for personal transformation in those we lead and 
coaching as a primary means in bringing that about. In this sense, coaching is able to use 
the experience of those being coached to provide just-in-time learning rather than  
just-in-case training.43 
 In summary, in raising awareness in the context of how adults learn, coaching 
assumes that a solution already exists for the situation that is being faced, with the 
process of coaching then becoming the means by which awareness is raised and the 
solution is discovered. 
 
Responsibility 
 
 That the responsibility for change and action stays with the person being coached 
is a basic assumption of all empowered coaching. Whitmore offers the straightforward 
counsel, “If I give you my advice and it fails, you will blame me. I have traded my advice 	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  
42John Whitmore, Coaching for Performance, 3rd Ed. (Yarmouth, MI: Nicholas Brealey, 2002), 
22. 
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for your responsibility and that is seldom a good thing.”44 He explains why this issue of 
personal responsibility is so fundamental to coaching, “When we truly accept, choose or 
take responsibility for our thoughts and our actions, our commitment to them rises and so 
does our performance.”45 His perspective, in keeping responsibility with the person being 
coached, clearly reinforces how intentionality is an empowerment opportunity. 
 Stoltzfus adds that responsibility staying with the person being coached is an 
expression of health where “coaching works through influence, not authority.”46 Like 
Whitmore, Stoltzfus states that it is the person being coached who is responsible for the 
actions they will take and the outcomes they are expecting. Instead of allowing persons to 
shift the responsibility for their lives to the pastor, coaching empowers them to accept 
responsibility for themselves. As Creswell writes, “A person who has been coached has 
made decisions, taken actions, and knows that in large measure the results were due to his 
or her actions.”47 The empowerment factor relates to the fact that any and all progress is 
something to be celebrated and in fact provides the foundation for continued growth and 
its desirability by the person being coached. By keeping responsibility squarely in the 
court of the person being coached, we are “empowering people to create a future they 
truly desire based on unearthing what they passionately care about.”48 
 Keeping responsibility with the person being coached means that we have 
effectively moved from merely providing answers for them to helping them discover 	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46Tony Stoltzfus. Leadership Coaching (Virginia Beach, VA: Tony Stoltzfus, 2005), 28. 
 
47Jane Creswell. Coaching for Excellence (New York: Penguin Group, 2008), 8. 
 
48Robert Hargrove. Masterful Coaching (San Francisco: Jossey-Bass, 1995), 20. 
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them for themselves. When done consistently, this helps to support others in becoming 
life-long learners capable of ongoing discoveries leading to continued personal and 
professional growth. When people take personal responsibility, the “coaching 
relationship has an inherent reflective nature because it creates space for the person being 
coached to slow down, get focused and think through his journey.”49 
 
Empowered Skillfully 
 
 Effective empowered coaching need not be complex. The essential skills 
associated with good coaching are tools that most pastors are already familiar with: 
listening, asking good questions, and getting feedback. These skills make for an 
empowered coaching experience when the function of each is understood and applied in 
meaningful ways. Here we want to explore how we can move from the merely intuitive 
use of these skills to a more intentional application of them to bring out the best in others. 
 
Listening 
 
 In The Starfish and the Spider, in the chapter on the role of a catalyst, the authors 
state, “When people feel heard, when they feel understood and supported, they are more 
likely to change…You don’t follow a catalyst because you have to—you follow a 
catalyst because he understands you.”50 This aptly describes the power of listening over 
telling in a coaching relationship. Listening to another person authenticates them and the 	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situation they are processing as important and improves the likelihood of their 
participation in any needed change. 
 Unfortunately, for some listening is simply the opposite of talking; or worse, 
waiting until it is their turn to talk. In this case one may “succeed in hearing every word 
yet miss the message altogether.”51 This kind of action reveals the common error that 
listening is passive. In reality, authentic listening “requires being actively present to the 
person we are with. When we listen well, we become present to our partner in a 
significant, deep way.”52 
 Hall, in Faith Coaching, refers to this as “coaching presence,” and he identifies 
three levels of listening that good coaching will utilize. In the first level, he notes that we 
are working through the clutter of hearing the person being coached while we are actually 
listening to our inner processing. If you don’t move beyond this level of listening, you 
usually end up giving advice or trying to solve their problem. In the second level, we not 
only hear what others are saying but we are processing the conversation in a  
non-judgmental fashion while also taking into account not only what they are saying but 
how they are saying it. At this level, we are becoming more comfortable with silence and 
allowing internal processing in others to take place unchecked, without interruption 
and/or promptings on our part. The third level is reached when, as we are building off the 
first two, we are increasingly aware of intuitive or “Spirit-led” impressions. 
 Hall’s levels were originally presented in Co-Active Coaching, where the authors 
sought to further define active listening as both giving attention to what was being said 
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and what we do with our listening. The distinction is “to be conscious not only of your 
listening but the impact you have when you act on your listening.”53 In their listening 
model they also identify three levels of listening. 
Level 1: Internal Listening. “We listen to the words of the other person, but the 
focus is on what it means to us.”54 In essence the primary question at this level is, “What 
does this mean to me?” While this is appropriate for the person we are coaching, it can’t 
be where the coach chooses to stay. 
Level 2: Focused Listening. This is where the focus is clearly on the person being 
coached. “You listen for their words, their expression, their emotion, everything they 
bring. You notice what they say; how they say it. You notice what they don’t say.”55 In 
contrast, Level 1 listening is usually exposed by how the conversation is leading them to 
frame the next question. At this level, you are stepping away from your agenda and 
becoming far more empathetic, clarifying, and spontaneous. 
Level 3: Global Listening. This has to do with listening that takes in everything 
all around you. “You listen at 360 degrees…receiving information from everywhere at 
once.”56 The authors liken this kind of listening to that of a performer who is able to read 
an audience and incorporate it immediately into their performance. This is searching, 
intuitive listening. For pastors, it is distinctly linked to the process of discernment and 
listening to what God is saying and revealing while coaching. 
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 Ultimately this kind of listening to others can “help you interact with them in such 
a way that they come up with new ideas, and they take action.”57 Even the Scriptures 
underscore the essentiality of listening as a wise practice of pastoral leaders, “My dear 
brothers, take note of this: Everyone should be quick to listen, slow to speak” (James 
1:19). 
Asking Good Questions 
 
 Listening is supported by the additional skill of learning how to ask good 
questions. Whitmore succinctly says, “It is questions that best generate AWARENESS 
and RESPONSBILITY. It would be easy if any old question would do, but it won’t.”58 
Questions in coaching are not meant to resolve curiosity or gain information for the coach. 
Questions are meant to promote the increased awareness in those being coached that 
helps to lead them to fresh discovery of next steps for which they can take responsibility 
in moving themselves forward in the pursuit of God’s purpose for their lives. 
 Since “any old question” won’t do, we need to identify some guidelines for 
effective questions. Regarding this, Hall offers, “Powerful questions help others to: take 
time to think, gain information, promote personal discovery, generate options, uncover 
obstacles and determine next steps.”59 While one’s model will inform the kind of 
questions that can and should be asked in the process of coaching, every model would 
benefit from questions that: 	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• Are easy to understand 
• Can be answered briefly 
• Require thought (don't be afraid of silence) 
• Encourage disclosure 
• Are open-ended (don’t allow for one-word answers) 
• Flow out of previous statements from the person being coached 
The practice of framing good questions also includes avoiding a couple of 
important things. First, there is the challenge of avoiding what are usually called “leading 
questions.” A leading question intrudes into the coaching process when the coach has an 
answer in mind that they put into the form of a question. “Leading questions, the resort of 
many poor coaches, indicate that the coach does not believe in what he is attempting to 
do. This will be quickly recognized by the coachee, and trust and the value of the 
coaching session will be reduced. Better for the coach to tell the coachee that he has a 
suggestion rather than to manipulate him in that direction.”60  
Second, it is also very helpful to avoid asking “why” questions because they 
typically suggest that the coach is making a judgment on what the person being coached 
is saying. This obviously has the potential to create a defensiveness in the person being 
coached. “Other good questions begin with words like “how,” “when,” “where” or “who.” 
These questions cause the other person to think through his ideas, actions, and strategies 
for moving forward. They don’t judge and they look forward rather than to the past.”61 
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But there is a third skill that needs to be added to these basic skills. While 
listening and asking good questions are the main skills in coaching, the third skill of 
feedback assures that coaching is flowing and accurate. 
 
Feedback 
 
 Giving effective feedback as a skill relates to how the coach tends to the dynamic 
of the coaching experience. Hall refers to this in Faith Coaching as guiding the process. 
He notes, “As important as listening and asking powerful questions are to generating 
powerful results in coaching, commitment to the coach process is key. Because for most 
of us coaching is a new way of relating to others, it can be tempting to sometimes revert 
back to our old nature at times through a coaching conversation or relationship.”62 
 In Co-Active Coaching, the authors added to the skills of listening and asking 
good questions by providing a list of additional coaching skills to enhance the coaching 
relationship. When combined these additional things provide a helpful framework for 
understanding the role of feedback as a coaching skill.63 
• Restate (from time to time) 
“What I think I hear you saying is…”” 
 
• Clarify (as needed) 
“Here’s what I am hearing: ‘…’, is that correct?” 
 
• Get the bigger picture (as needed) 
“Let’s step back from this and look at it from farther away.” 
 
• Illustrate (as needed for clarity) 
“This sounds like you are ….” 	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• Acknowledge (from time to time) 
“I can hear your passion here” or, “You certainly took a big risk.” 
 
• Summarize (from time to time) 
“Let me recap what I have heard so far.” 
 
 The core skills needed in empowered coaching are listening, asking good 
questions, and engaging in helpful feedback. The essence of the coaching process is that 
basic and simple: ask, feedback, listen, feedback, ask, listen, feedback, etc. It is the 
mastery of those skills that is the real challenge because it is usually counter-intuitive to 
the way most pastors have been trained and equipped to bring out the best in others. 
 
Empowered Strategically 
 
A strategic and systematic approach will obviously greatly benefit an intentional 
approach to coaching that is founded on basic coaching skills. Essentially we want to 
identify a structure to hang our skills on, an organizing principle that allows the coach to 
create a rhythm for keeping the coaching sessions on track. In doing so we affirm that 
“models provide guidance through the coaching process so that a coach can relax into the 
conversation and, at the same time, remember the important elements of an effective 
coaching conversation.”64 Therefore, to ensure that coaching is empowered strategically, 
we will now look at models that are accessible, reproducible, integrated and usable. 
An accessible model entails addressing the basic skills and approach needed for 
effective coaching in a pastoral setting rather than training that focuses on a professional 
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implementation. A reproducible model is an approach that is easily caught by those going 
through the coaching experience. A positive coaching experience that has a clearly 
defined and discernible approach creates the likelihood of the skill being multiplied 
through others. When we speak of an integrated model, we are talking about an approach 
that enhances rather than replaces the prophetic culture of Foursquare and can be utilized 
within various aspects of ministry ranging from leadership development to spiritual 
formation and from team building to personal mentoring. And a usable model refers to 
one that can be easily and immediately applied within the pastoral context without 
requiring significantly larger amounts of additional training.  
As Whitmore notes, “Coaching can occur spontaneously in a minute or an hour-
long session.”65 Spontaneous coaching refers to the informal coaching moments that 
happen within the context of life and ministry while the latter is done in such a way that 
both parties are clear as to their roles and expectations. To meet our objective for 
coaching to be empowered strategically, we will identify a model that can work within 
either setting to provide the benefits of good coaching. 
Our model utilizes a popular acronym called G.R.O.W. While there is real 
question as to its origination, its popularity within the coaching environment was 
popularized by Sir John Whitmore in Coaching for Performance. While there a number 
of different versions of G.R.O.W. we are utilizing the definitions as set before us by 
Whitmore.66 
• GOAL setting for the session as well as short and long term. 	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• REALITY checking to explore the current situation. 
• OPTIONS and alternative strategies or courses of action. 
• WHAT is to be done, WHEN, by WHOM, and the WILL to do it. 
The G.R.O.W. model can be explained by the use of four simple questions: What 
do you want? What is happening? What could you do? What will you do? This model, 
like all good working models, while uncomplicated can be utilized effectively in drawing 
out the best in others. 
The GOAL is to identify the outcome that is desired by the person being coached. 
We start with what the person be coached would like to accomplish in any given session. 
This supports the basic principle of good coaching that it is the person being coached that 
sets the agenda, not the coach. By starting with a specific goal that is at the heart of what 
the person being coached wants to achieve, we are underscoring the concept of 
expectation that undergirds empowered coaching. Stoltzfus reinforces this when he writes, 
“This is a relationship that is going somewhere. We aren’t here merely to chat—we 
formed this relationship for the express purpose of accomplishing a growth goal and 
we’ve covenanted together to diligently work toward it.”67 He continues, “a coaching 
conversation is goal-driven, it is always focused around a specific change objective.”68 
REALITY is focusing on what is happening. The reason we must engage in this 
part of the coaching conversation is that reality is constantly shifting. As Scott points out, 
“Whether you are running an organization or participating in a committed relationship, 
you will find yourself continually thwarted in your best efforts to accomplish the goals of 
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the ‘team’ unless reality is regularly and thoroughly examined.”69 Clarifying reality is at 
the heart of what empowered coaching points to in terms of personal awareness. 
Whitmore reminds us, “We have a measure of choice and control over what we are aware 
of, but what we are unaware of controls us.”70 A simple way to engage in reality with the 
person being coached is to ask, “How are things?” As they answer that question, then 
simply listen with your heart as they fill in the context of their lives. This aspect of the 
coaching conversation is not for us to understand reality for them, but to help them 
understand reality for themselves.  
 The OPTIONS part of the coaching conversation is where we are helping those 
being coached to think differently about their objective. It is our commitment to move 
beyond the popular definition of insanity: continuing to do what we have always done but 
expecting different results. “Options” is in the plural because we want others to maximize 
the choices they have before them so they can compare, contrast, and choose which 
would provide the best possibility of success. In doing so we go after one of the most 
restrictive aspects in finding creative solutions, namely “implicit assumptions we carry, 
many of which we are barely conscious of.”71 An additional way of approaching the 
options component is to explore what are the forces that are OPPOSING others from 
moving forward in their lives.  
 The WILL portion of the coaching conversations is essentially where we hold 
other’s feet to the fire and make sure they commit to appropriate action. “The purpose of 	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this final phase of the coaching sequence is to convert a discussion into a decision.”72 Our 
coaching paradigm is founded on the perspective that responsibility for moving forward 
must rest in the person being coached. As Whitworth points out, “one of the defining 
qualities of coaching is that it creates accountability.”73 Without the person being 
coached identifying what actions they will take and by when, they will not have 
experienced an empowering coaching relationship. Thinking about doing something is 
very different from taking action. Empowered coaching moves people towards accepting 
responsibility for taking specific action to move towards their goal, while also embracing 
some form of accountability as to when that will take place. In addition to accepting 
responsibility, they will need to be aware of the obstacles that may stand in their way to 
such decisive action and what they will need to do to overcome them. When a person 
discovers real answers to their stated goal, the internal motivation is much higher than 
when it is offered simply as advice from a well-meaning coach. Even if they don’t 
succeed in their attempt, they are going to learn from it rather blame someone else for 
poor counsel.  
The G.R.O.W. model provides a memorable way of strategically engaging the 
coaching conversation when it is reinforced with the skills of listening, asking good 
questions, and getting feedback, and supported by the intentionality of building 
expectation, awareness, and responsibility in the lives of others. 
In addition to the time-tested G.R.O.W. model, there are two other more recent 
approaches being utilized within the Christian coaching community as ways to be 
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empowered strategically in coaching within the pastoral setting. In so doing we are 
underscoring the importance of having an adaptive coaching strategy to provide for an 
empowered coaching experience that brings out the best in others. 
Bob Logan as the result of a qualitative research project created the first model “to 
define the process and outcomes of coaching, creating a road map that could guide 
people’s thinking.”74 He refers to it simply as the Five R’s.75 
• Relate – Establishing coaching relationship and agenda 
• Reflect – Discover and explore key issues 
• Refocus – Determine priorities and action steps 
• Resource – Provide support and encouragement 
• Review – Evaluate, celebrate, and revise plans 
This model was developed by Logan to make coaching accessible to leaders and 
provide a basic framework that when enhanced by good coaching skills would provide a 
means for helping others and the leaders themselves. 
Jane Creswell created what is called the Hourglass Model, which represents the 
shape of a coaching conversation.76 Like G.R.O.W. and the Five R’s it is straightforward 
and in this case memorable because of its visual image. Her model essentially has three 
main components. First is the top of the hourglass where you clarify and focus the 
conversation. The center of the hourglass is where a specific focus has been identified 
while the bottom the hourglass is where exploring, identifying and aligning actions with 
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the focus takes place. The model moves from a wide spectrum of possibilities to a narrow 
identified objective and then broadly again explores options that are available for the 
person being coached to move forward. 
 
Figure 3.1 Creswell’s Hourglass Model77 
 
A strategic approach is empowering for the pastor because it helps support rather 
than control the coaching relationship by providing it with meaningful structure to move 
the conversation forward and thus the person being coached towards personal progress. It 
is empowering for the person being coached in that good coaching is caught as much as it 
is taught. The person benefiting from a strategic coaching experience, as we are 
suggesting, would almost certainly be more likely to be able to utilize that framework in 
their own settings. In this case the strategic model itself is empowering in that it makes it 
more probable that it will be reproduced in the lives of those in whom we are drawing out 
the best. While we have presented and encouraged the G.R.O.W. model because it is 
accessible, usable, and reproducible, what will truly bring about empowerment in this 
case is the commitment and adaptation of a strategic approach to the coaching model, be 
it G.R.O.W., the Five R’s or the Hourglass model. 	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Empowered Supernaturally 
 
 We should think it contrary to our deepest held beliefs that any orientation for 
coaching by pastors in Foursquare would somehow be limited to either inherent gifting of 
a leader or skilled performance. Empowered coaching recognizes the benefit and 
necessity of enhanced skills and personal gifting, but it also acknowledges the desirability, 
if not the essentiality, of God’s presence and power in the coaching context. In this regard 
Hall and Miller write, “From a Christian perspective, coaching is a relationship that 
involves Christ’s presence.”78 Or as Newell states, “Skill and technique can never stand 
alone as the distinguishing characteristics of a Christian coach, regardless of how refined 
those skills might be.”79 
Instead of creating an unnecessary firewall between our Christian perspective and 
good coaching, we are looking for an integrated approach, one that welcomes the Holy 
Spirit’s supercharging, if you please, of our efforts to draw out the best in those we lead. 
In doing so, we believe we are honoring the admonition of Scripture, “So then, just as 
you received Christ Jesus as Lord, continue to live in him, rooted and built up in him, 
strengthened in the faith as you were taught, and overflowing with thankfulness” (Col. 
2:6-7). As Epperly affirms, “lively, effective, and spiritually centered ministry is the 
result of a pastor’s ongoing commitment to deepen her or his experience of God through 
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intentionally practicing the presence of God throughout the many responsibilities of 
ministry.”80 
For Creswell, “Christ-Centered coaching is a customized approach to 
conversations between two individuals who trust God to be a partner in the 
conversation.”81 Creswell further defines this approach as one that, “utilizes the power of 
the Holy Spirit”82 in promoting discovery in the coaching process. For Collins, the 
uniqueness of Christian coaching is that “it is the art and practice of enabling individuals 
and groups to move from where they are to where God wants them to be.”83 Both Collins 
and Creswell believe it is clear from Scripture that God-shaped goals are meant to be 
infused with God-shaped resourcing, a resourcing that is spoken of by Jesus himself, 
“But you will receive power when the Holy Spirit comes on you; and you will be my 
witnesses in Jerusalem, and in all Judea and Samaria, and to the ends of the earth” (Acts 
1:8). 
Leaders within the Foursquare Church also hold to a theological framework that 
places a high value on welcoming what the Scripture declares as “manifestation of the 
Spirit for the common good” (1Corinthians 12:7). In particular the gift of prophecy 
imparts benefits that clearly align to our coaching paradigm. “The one who prophesies 
speaks to people for their upbuilding and encouragement and consolation” (1Corinthians 
14:3). Foursquare leaders will anticipate, in an atmosphere of dependence upon the Holy 
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Spirit, for there to be a unique superintending of the Holy Spirit in the life of those being 
coached. As a coach, they also may receive guidance by the Holy Spirit that is meant to 
serve the person being coached in discerning and or discovering the activity of God in 
their lives. The practical concern then becomes what form this Holy Spirit-prompted 
guidance might take in a coaching session. 
A coach can choose to give Spirit-given revelation in either a telling or a coaching 
format. If the coach chooses the telling format, it should probably be prefaced with the 
statement, “I’m going to take off my coaching hat for a moment to share with you a word 
that I sense the Holy Spirit has given me for you.” In this case the coach is clearly stating 
that they are no longer coaching but telling them what they believe God has spoken to 
them. If that approach is taken it would stand to reason that the expression of that gift 
would come under the guidance of Scripture in that the one receiving the word has an 
opportunity to prayerfully consider how it confirms to what they sense the Holy Spirit is 
saying to them and conforms to the larger counsel of Scripture. This would avoid the 
perception of leveraging Holy Spirit manifestation to manipulate rather than serve 
discovery in the life of those being coached. 
There is a helpful biblical paradigm for the welcoming of a prophetic word as 
outlined in 1Thessalonians 5:19-22. “Do not put out the Spirit’s fire; do not treat 
prophecies with contempt. Test everything. Hold on to the good. Avoid every kind of 
evil.” How this works out in a coaching relationship where the coach steps outside of his 
coaching role in a telling mode is: (1) You start by taking seriously what is being offered 
as an expression of the Holy Spirit. (2) You take it seriously by “testing” or engaging 
with the word with reflective discernment. (3) You seek to distinguish between personal 
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exhortation and the prophetic word and you end up embracing the essence of what you 
are hearing the Holy Spirit speak. (4) You anticipate that in doing this you will have 
outcomes that will result in protecting you from that which has the potential to diminish 
your life. When taken in this light, the discerning reception of a word of prophecy has a 
similar impact of coaching in that it is seeking to move you from where you are to where 
God wants you to be.  
If however the insight or revelation being received by the pastor is integrated into 
the coaching process, then questions should be formed that would lead to a personal 
discovery that the coach may confirm as consistent with what the person being coached 
senses the Holy Spirit is speaking to them. If a pastor is helping someone discover or 
discern the activity of God in their life, their role in coaching does not preempt their 
privilege of ministering in and through the Holy Spirit. Rather it is simply incumbent 
upon them to make the clear distinction, to the one being coached, that they are stepping 
out of their coaching role to share a prophetic word in a timely and appropriate manner. 
The activity of the Holy Spirit beyond these “manifestations of the Spirit” is to be 
expected in that “When he comes, he will convict the world of guilt in regard to sin and 
righteousness and judgment” (John 16:8-11). Hall offers a welcome word of caution in 
relation to this passage when he notes, “Our best role is not to convict, but to engage a 
person in dialogue and to get truly curious about what God might be revealing to the 
person so that God can convict and convince.”84 Hall in outlining his theological support 
of coaching draws on “paraclete” role of the Holy Spirit coming alongside to assist. In 
doing so, he concludes, “When you come alongside people who are in unique 	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circumstances and help them make sense of what is, what could be and what is next, you 
join the Spirit at work.”85 This of course is all the more meaningful when we remember 
the context of this passage refers not to believers but to unbelievers. 
The Holy Spirit’s activity of “coming alongside” in a coaching relationship in an 
empowering fashion is expanded by Newell when he writes, “Coaching that ends up 
being life-altering takes place as a direct result of this work of the Holy Spirit in both the 
coach and the person being coached. For coaching to be truly Christian, the Holy Spirit 
will need to be intentionally invited into the conversation.”86 Logan summarizes well the 
fine line we walk when partnering with the Holy Spirit in coaching, “The best I can do as 
a coach is come alongside others and help them listen to the Holy Spirit themselves.” He 
continues by noting, “As coaches, we can’t play the role of the Holy Spirit. Our job is to 
come alongside them to draw that out, then walk along with them as they figure out what 
the next steps are.”87 
 In cooperating with the work of the Holy Spirit, the pastor as a coach assumes a 
posture of humility and openness. As such, they should see themselves as partnering with 
what the Holy Spirit is up to in the lives of others. This partnership conforms to our 
objective of drawing out the best in others because it is an acknowledgement that God is 
already at work in their lives. Our listening and asking good questions aids them in the 
process of discovery and discernment in their own faith journey. This stance allows us, 
like the Holy Spirit, to come alongside others to help them respond more faithfully to 	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what God is shaping in their lives. Eriks summarizes it nicely when he writes, “Coaching 
is a way that we can cooperate with the Holy Spirit in one another’s ongoing 
transformation.”88 
	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  
88Ken Eriks. The Power of Coaching 
http://faithandleadership.com/programs/spe/articles/200610/power.html (accessed August 1, 2011). 
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SECTION 4      
PROJECT DESCRIPTION 
 
Empowered Coaching Workshop 
 
 Within the Foursquare Church, there is a high regard and utilization of workshops 
for the training and resourcing of their ministerium. However, until quite recently most of 
those workshop experiences have been centered on presentation, not participation. With 
the emerging learning strategies for adult learners we are discovering new ways of 
framing out such workshop experiences to actually provide opportunities for participants 
to “work out” what they are learning while they are learning. 
 Malcom Knowles pioneered the educational field of adult learning, and his early 
discoveries inform how we will approach our workshop on coaching. Stephen Lieb 
summarized Knowles characteristics of adult learners as: 
• Adults are autonomous and self-directed. In essence we serve as facilitators for 
their learning. 
 
• Adults have accumulated a foundation of life experiences and knowledge. As such 
our training needs to make connection to this real world education. 
 
• Adults are goal-oriented. Our training must have a specific outcome that is clearly 
spelled out for them. 
 
• Adults are relevancy-oriented. They must have a reason for learning. In our case 
the workshop must be applicable to their roles as pastors and leaders in the local 
church.1 
 
With these insights into adult learning, we have framed out the workshop to 
include not only cognitive presentation but also exercises wherein participants 	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  
1Steven Lieb, “Principles of Adult Learning,” http://www2.honolulu.hawaii.edu/facdev/guidebk/teachtip/adults-­‐2.htm (accessed October 15, 
2011). 
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immediately put what they learn into practice. The practice is facilitated by defined 
coaching experiences that are either one on one with other participants or in triads. The 
latter is a learning mechanism that is utilized for several coaching practices in the 
workshop to have someone participate as an observer and offer feedback that is 
independent from the actual coaching conversation or experience. 
The material being covered will take advantage of circular learning in that 
coaching exercises and principles will be layered throughout the presentation. As an 
example, the concept of listening and asking good questions is introduced early in the 
workshop and then revisited later to go deeper into its practice and understanding. 
The workshop format provides a setting of learning that takes places in a 
relational environment. This relational environment is continued and extended throughout 
the Foursquare Church with its very institutional structure. All leaders and churches in 
the Pacific Coast & Valleys District are placed within formal learning communities called 
Divisions. They are the intentional place where such workshop experiences are shared, 
processed, and supported. The relational connections that take place in these workshops 
can be continued as they return to their places of work and ministry assignment. 
Finally, coaching is integrated into all of the key organizational aspects of the district 
in which this resource will be rolled out. Whether you are a church planter, turnaround 
leader, or interventionist, all of the systems are supported in part through coaching 
environments. The workshop on coaching will reinforce this skill as a primary tool for 
leadership development both in the district as well as the local church, and as such will 
provide these leaders with a missing tool in their leadership skill sets. 
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SECTION 5      
PROJECT SPECIFICATIONS 
 
 This paper’s thesis is that Foursquare leaders can be oriented to the benefits and 
practice of good coaching to draw out the best in those they lead. The project is a 12-hour 
workshop called Empowered Coaching that seeks to implement the thesis in an adult 
learning environment that includes presentations, implementation exercises, and personal 
reflection. 
1. Project goal: To orient participants to coaching as a relationship-based process that 
uses a set of listening-centered skills to draw out the best in those they lead by raising 
their sense of expectation, increasing their awareness of reality and strengthening 
their sense of responsibility. 
2. Audience: Licensed Ministers in the Foursquare Church beginning in the Pacific 
Coast & Valley’s District and extending to all other districts in the United States. 
3. Scope and Content: 
a. The project will include presenter and student workbooks as well as a 
PowerPoint presentation. 
b. Workshop objectives include: 
• Making coaching accessible. This will be accomplished through the  
12-hour (one-and-a-half-day) format. 
• Making coaching reproducible. The workshop approach and subsequent 
release of materials will enable participants to utilize this resource in their 
local settings. 
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• Making coaching integrated. This refers to our commitment to discuss and 
explore how to integrate prophetic insight with coaching skills as a part of 
our Pentecostal heritage. 
• Making coaching useable. While participants may pursue further skill 
development, our approach is to ensure basic skills of coaching are offered 
that can be immediately put into practice. 
c. The Empowered Coaching workshop is based around three main components 
(using acronyms): 
• E.A.R. This paradigm undergirds our entire presentation and references 
building expectation, awareness and responsibility in those being coached. 
• L.A.F. This frames out the three basic skills essential for good coaching: 
listening, asking good questions, and seeking feedback. 
• G.R.O.W. This provides a helpful structure to the actual coaching 
experience in goal setting, understanding reality, considering options and 
finally identifying what will be done. 
d. Workshop will require a setting that would include round tables for 
participants, projector for PowerPoint presentation, sound system for 
communication, and support facilities for refreshments. 
4. Budget: 
Budget reflects the initial costs of producing the material and doing two workshops. 
The goal would be to move towards all materials being put into a PDF format for 
downloading and printing by participants to avoid future costs. The Pacific Coast & 
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Valleys District of Foursquare Churches will underwrite all the costs identified below 
for the workshop.  
ITEM QUANTITY AMOUNT 
Graphic Design 
 
PowerPoint CD 
 
Honorariums (per 
event) 
 
Workbooks 
 
Spanish 
Translation 
 
 30 hrs. @ $70.00 per hour 
 
50 @ $3.00 per CD 
 
$500.00 
 
 
50 @ $5.00 per booklet 
 
$1,000.00 
 
$2100.00 
 
$150.00 
 
$500.00 
 
 
$250.00 
 
$1,000.00 
 TOTAL COSTS $4,000.00 
 
5. Marketing Strategy: 
 
a. As a Supervisor and National Consultant for the Foursquare Church, I am 
called upon to develop resources that will serve leaders and churches across 
the United States. This resource will be primarily delivered through the 
District infrastructure of the Foursquare Church and also made available 
directly to churches and other organizations beyond Foursquare by invitation. 
b. Our strategy is to roll out this workshop in the Pacific Coast & Valley’s 
District starting in 2012 on a bi-annual basis and continue to offer it to all 
licensed ministers within the district for the next five years. Secondarily we 
will develop a team of presenters that will allow us to enlarge the scope of our 
presentations to the other 13 Districts in the United States. Finally, we will be 
translating all of the materials into Spanish so that this workshop can be 
offered to Spanish speaking Foursquare Churches by 2013. 
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6. Ongoing Evaluation: Included, as a part of every workshop is an evaluation sheet to 
provide us with immediate feedback for improvement in the presentation and material. 
We will also be forming a Coaches Learning Community populated by certified 
coaches from within our district. Our objective will be to constantly improve this 
training resource as it is offered throughout out district and the United States. 
7. Standards of Publication 
The first workbooks have already been printed and include the following elements 
that will be included in future printings. 
a. The participants workbook will provide fill-in blanks to help highlight 
material being presented.  
b. The pages will be set up to provide additional notation space for the 
participants. 
c. The workbook will include helpful diagrams and highlighted “call outs” to 
draw attention to key material in the presentation. 
d. Graphics will be done in a professional manner with a consistency between 
the workbook and PowerPoint presentation. A customized design will be 
developed as well as a template for each slide and page so that all of the 
material both printed and visual will share a similar theme. This would extend 
to any tables, graphs, and photographs that may be used. 
e. Workbooks will be printed and wire-bound with a color cover and black and 
white note double-sided pages inside. In addition, the entire workbook will 
have a clear plastic protective cover and a black cardstock back cover. 
61 	  
 
f. Type size and format will be for clarity, ease of reading and dynamic visual 
presentation. 
8. Action Plan: 
The material has already been field tested in Texas, Missouri, and Oregon. Each 
presentation accompanied with participant feedback aided in refining the material to 
its current production level. The current workbook was field tested at special  
pre-Convention workshop in Atlanta, Georgia in May 2011. The material was 
developed and submitted to certified coaches within the Foursquare Church and has 
gained the approval of use for the training of Foursquare leaders from the General 
Supervisor of the Foursquare Church. The action plan below is how we plan to move 
forward with the Empowered Coaching Workshop in 2012. 
Date Activity 
March 
 
1. Workshop Presentation Team formed and trained in material. 
2. Locations and dates finalized for 2012 presentation. 
3. Production of all material for first workshop completed. 
May 
 
1. First workshop conducted 
2. Include Spanish-speaking presenter for future translation. 
3. Formation of Coaches Learning Community 
June 1. Begin translating work of all material 
September 1. Second workshop scheduled and conducted 
2. Evaluation of workshop and material. 
3. Revision & improvements identified. 
4. Scheduling of workshops for 2013 finalized. 
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SECTION 6      
POSTSCRIPT 
From the outset, I have viewed my studies at George Fox Evangelical Seminary 
as a part of the larger picture for capturing my learning as a leader and refining the 
kingdom contribution I should make. I started this particular program as the Lead Pastor 
of the Portland Foursquare Church and now conclude it as the Supervisor overseeing 150 
Foursquare Churches in the Pacific Coast & Valleys District of California. At every step 
in the journey, my doctoral studies and project have aided me in refining my capacity to 
lead others and, more to the point of this dissertation, bring out the best in those I lead. 
 I was encouraged early on in the program by Dr. Chuck Conniry to take the Track 
02 path for my dissertation. As a practitioner, he understood I would be highly motivated 
to discover and resolve a problem that would be immediately applicable to my ministry 
context. While early on I was intrigued by several possibilities, I landed on coaching as a 
missing skill set in my life and the lives of those leaders I was called to serve. That 
original exposure to the possibility and potential of coaching came from a time of training 
with Dr. Bob Logan. I was immediately captured by a leadership practice that I had been 
doing intuitively but not intentionally. The pursuit of this skill set as a pastor and 
consultant in the Foursquare Church became a catalyst for the development of the 
resource that accompanies this written dissertation. 
  My earliest efforts at coaching are best described as someone building a bridge 
while walking across it. I was sufficiently trained to engage in it in meaningful ways, but 
I was doing so when the practice was not widely utilized within our faith tradition. 
Training on coaching in the Foursquare Church had been introduced around the area of 
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Church Multiplication, but had not expanded as a primary skill set across the various 
disciplines of leadership.   
 The greatest challenge I faced in this process was to provide an undergirding 
conceptual framework to what I found myself intuitively doing as a practitioner. Typical 
to many practitioners, I jumped ahead to the practice without fully struggling through the 
principles that support and shape good coaching. This project forced me to come to terms 
with the conceptual framework that would empower my practice of coaching. I can still 
recall writing for several days on coaching, but feeling that with all the pearls of insight, 
there was no singular thread holding them together. After meeting with my Phil Newell, 
my advisor, I was encouraged to find the thread that informed the unique contribution I 
wanted to make. That thread ended up being how I could clarify what an empowered 
model of coaching, one that wedded the best practices of coaching with the existing  
God-shaped culture of the Foursquare Church, would look like. 
 The final artifact is a result of multiple field-based efforts that included 
Foursquare leaders in St. Louis, Atlanta, San Antonio, Portland and Los Angeles. I owe a 
debt of gratitude to leaders within the Foursquare family that allowed me to work out this 
presentation on them. It was their feedback that helped to bring clarity, correction, and 
helpful addition to the final workshop format. Along the way, I worked with mentors in 
coaching such as Bob Logan and Tom Wymore who helped me create a more “hands on” 
approach to training rather than merely a transfer of information and knowledge. 
 But the real key to developing a helpful coaching workshop and supporting 
dissertation is to engage in it as you write and research. I was greatly aided in my 
doctoral journey by having an advisor who also became my own personal coach during 
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this journey. Being coached, coaching others, and developing and refining a coaches’ 
training instrument turned this entire experience into a life-transforming process. While 
thoughtful reflection and research has been engaged, the end result is not theory-driven 
but experience-confirmed. Even now as this dissertation is being finalized, I began the 
process of being certified as a Life Transformation Coach to deepen my commitment and 
skill base in being an effective coach. 
 Now that the project is finished, the work of refining has only begun. I believe the 
core elements that I’ve identified in my coaching model will serve me well, but the 
instrument of delivery will need to be regularly refined. I will continue the practice of 
evaluation at every workshop that I do to ensure that we are gaining appropriate feedback. 
In addition, I have brought two key players onto my district team that are certified life 
coaches. I am working with them on the future presentation of this material and will draw 
on their experience and expertise to enhance future expressions of the workshop and 
material. 
 While I have embraced a set of core elements in my coaching model, I have 
already benefited from other emerging models. At the very least, I would see in future 
presentations the benefit of providing alternative strategic approaches beyond the  
time-tested G.R.O.W. format. Also, in the current format, I have been reminded that my 
“telling” gift still shows up. The presentation itself needs to utilize the very fundamentals 
of good coaching in the presentation and not just the application exercises. Our current 
edition utilizes fill-in notes as a part of a learning protocol, but we are already planning 
on moving away from this technique so that the note-taking by participants in the 
workshop is more about capturing their “aha” moments then our presentation points. 
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 Two other key elements have emerged as I move forward in the integration of 
coaching in the Foursquare Church. First, we must support our bias towards catalytic 
events with a process for integration. While our workshop provides a meaningful 
introduction to coaching as an essential skill set, the embedding of this skill in a leader’s 
life will only come about when they themselves are being coached and coaching. To that 
end, we are re-imagining how every event will be followed up with intentional coaching 
experiences for at least 90 days. 
 Second, while honoring our existing prophetic culture, we can and must frame out 
intentional pathways for coaching to become a sustainable process. My dissertation 
process has informed my early efforts at the infrastructure we have put into place for our 
district leadership. At every level of organization, we have embedded three key skill sets: 
caring, coaching, and connecting leaders. Most leaders can quickly default to the 
concepts of caring and connecting leaders, but coaching needs to be a learned skill set.  
To that end, we have created both the expectation and the need for coaches’ training and 
the practice of it within our district. By placing this as a part of how we do our life 
together, we are far more likely to see empowered coaching become a functional part of 
our leadership experience and resourcing. 
 My fundamental conviction is that an empowered coaching model brings out the 
best in those you lead. Because I believe our truest success is in living out our kingdom 
contribution personally and corporately, coaching can become a wonderful tool in 
helping to construct that very reality. 
	  66 
BIBLIOGRAPHY 
 
Bandy, Thomas. Coaching Change. Nashville: Abingdon Press, 2000. 
 
Bar-On, Reuven and Rich Handley. Optimizing People. New Braunfels, TX: Pro-Philes 
Press, 1999. 
 
Beckstrom, Rod A. and Ori Brafman. The Starfish and the Spider. New York: Penguin 
Group, 2006. 
 
Bennis, Warren G. An Invented Life: Reflections on Leadership and Change. Reading, 
MA: Addison-Wesley, 1993. 
 
Bill, J. Brent. Sacred Compass: The Way of Spiritual Discernment. Brewster, MA: 
Paraclete Press, 2008. 
 
Blanchard, Ken, Drea Zigamri, and Patricia Zigamri. Leadership and the One Minute 
Manager. New York: HarperCollins, 2000. 
 
Buckingham, Marcus and Donald O. Clifton. Now, Discover Your Strengths. New York, 
NY: The Free Press, 2001. 
 
Carlton, Sherilyn and Robert Logan. Coaching 101: Discover the Power of Coaching. St. 
Charles, IL: ChurchSmart Resources, 2003. 
 
Clinton, Robert J. and Paul Stanley. Connecting. Colorado Springs, CO: NavPress, 1992. 
 
Collins, Gary R. Christian Coaching. 2nd ed. Colorado Springs: NAVPRESS, 2009. 
 
Cooper, Bill, Chad Hall and Kathryn McElveen. Faith Coaching: A Conversational 
Approach to Helping Others Move Forward in Faith. Hickory, NC: Coach 
Approach Ministries, 2009. 
 
Covey, Stephen R. First Things First. New York, NY: Simon & Schuster, 1994 
 
Crabb, Larry. Connecting. Nashville, TN: W Publishing Group, 2005. 
 
Creswell, Jane. Coaching for Excellence. New York: Alpha Books, 2008. 
 
Creswell, Jane. Christ-Centered Coaching: 7 Benefits for Ministry Leaders. St. Louis, 
MO: Chalice Press, 2006. 
 
Epperly, Bruce and Katherine Epperly. Tending to the Holy: The Practice of the Presence 
of God in Ministry. Herndon, VA: Alban Institute, 2009. 
  
67 	  
 
Eriks, Ken. “The Power of Coaching.” Faith and Leadership. 
http://faithandleadership.com/programs/spe/articles/200610/power.html (accessed 
July 30, 2011). 
 
Fletcher, Jerry L. Patterns of High Performance: Discovering the Ways People Work 
Best. San Francisco, CA: Berett-Koehler, 1993. 
 
Goleman, Daniel, “Leadership That Gets Results.” Harvard Business Review (March-
April, 2000). http://www.anderson-
sabourin.com/Leadership_That_Gets_Results.pdf (accessed July 30, 2011).  
 
Greene, Roberta. Human Behavior Theory and Social Work Practice. New Brunswick, 
NJ: Transaction, 2008. 
 
Hall, Chad and Linda Miller. Coaching for Christian Leaders. St. Louis, MO: Chalice 
Press, 2007. 
 
Hargrove, Robert. Masterful Coaching: Extraordinary Results by Transforming People 
and the Way They Think and Work. San Francisco: Jossey-Bass, 1995. 
 
Harkavy, Daniel. Becoming a Coaching Leader. Nashville: Thomas Nelson, 2007. 
 
Harrison, Ircel. “Barnabas: The Patron Saint of Coaching.” The Catalytic Coach. 
http://ircelharrison.wordpress.com/2010/03/19/barnabas-the-patron-saint-of-
coaching/ (accessed July 20, 2011). 
 
Hicks, Mary Dee and David Peterson. Leader As Coach: Strategies for Coaching and 
Developing Others. Minneapolis, MN: Personnel Decisions, 1996. 
 
International Coach Federation. http://www.coachfederation.org/ethics (accessed July 24, 
2011). 
 
Jones, Laurie Beth. Jesus, Life Coach: Learn from the Best. Nashville: Thomas Nelson, 
2006. 
 
Kimsey-House, Henry, Phil Sandahl, and Laura Whitworth. Co-Active Coaching. Palo 
Alto, CA: Davies-Black, 1998. 
 
Kloser, Teresa W. and Wendy S. Swire. Anytime Coaching: Unleashing Employee 
Performance. Vienna, VA: Management Concepts, 2009. 
 
Knowles, Malcom, Elwood F. Holton III and Richard A. Swanson. The Adult Learner: 
The Definitive Classic in Adult Education and Human Resource Development. 6th 
ed. Burlington, MA: Butterworth-Heinemann, 2005 
 
68 	  
 
Kouzes, James M. and Barry Z. Posner. Encouraging the Heart. San Francisco, CA: 
Jossey-Bass, 1999. 
 
Lieb, Steven. “Principles of Adult Learning.” http://www2.honolulu.hawaii.edu/facdev/guidebk/teachtip/adults-­‐2.htm 
(accessed October 15, 2011). 
 
Logan, Dave and Steve Zaffron. The Three Laws of Performance. San Francisco, CA: 
Jossey-Bass, 2009. 
 
Logan, David and John King. The Coaching Revolution. Avon, MA: Adams Media, 2004. 
 
Logan, Robert. “A Structure to Hang Your Coaching Skills On.” Logan Leadership. 
http://loganleadership.com/2011-05/a-structure-to-hang-your-coaching-skills-on/ 
(accessed June 15, 2011). 
 
Melander, Rochelle. A Generous Presence: Spiritual Leadership and the Art of Coaching. 
Herndon, VA: Alban Institute, 2006. 
  
Mulholland Jr., M. Robert. Invitation to a Journey. Downers Grove, IL: InterVarsity 
Press, 1993. 
 
Ogne, Steve and Tim Roehl. TransforMissional Coaching. Nashville: B & H Pub., 2008. 
 
O’Neill, Mary Beth. Executive Coaching with Backbone and Heart: A Systems Approach 
to Engaging Leaders with Their Challenges. 2nd ed. San Francisco, CA: Jossey-
Bass, 2007 
 
Saccone, Steve. Relational Intelligence. San Francisco, CA: Jossey-Bass, 2009. 
 
Scott, Susan. Fierce Conversations. New York: Berkley Book, 2002. 
 
Seligman, Martin E. P. Learned Optimism. New York, NY: Vintage Press, 2006. 
 
Stetzer, Ed. “The Pew Forum Releases New Research on Global Christianity.” The 
LifeWay Research Blog. http://www.edstetzer.com/2011/12/the-pew-forum-
releases-new-res.html#more (accessed December 12, 2011). 
 
Stoltzfus, Tony. Leadership Coaching. Virginia Beach, VA: Tony Stoltzfus, 2005. 
 
Stoltzfus, Tony. A Leader’s Life Purpose. Virginia Beach, VA: Coach22, 2009. 
 
Umidi, Joseph. ACT: Accelerated Coach Training Manual. Virginia Beach, VA: 
Transformational Leadership Coaching, 2011. 
 
Umidi, Joseph. Transformational Coaching. Virginia Beach, VA: Xulon Press, 2005. 
69 	  
 
 
Walling, Terry B. Stuck! Navigating the Transitions of Life and Leadership. St. Charles, 
IL: ChurchSmart Resources, 2008. 
 
Whitmore, John. Coaching for Performance. 3rd ed. Yarmouth, ME: Nicholas Brealey, 
2002. 
 
Zander, Benjamin and Rosamund Stone Zander. The Art of Possibility. New York, NY: 
Penguin Books, 2002. 
 
 

N o t e s
empoweredCoaching 2
Let’s Get Started!
I | Introduction
A | Welcome
1 | Why Coaching?  
We will explain the larger context for Coaching 
in our leadership development strategy.
2 | What are your expectations for this  
training event? 
 Share with your table group your name 
and current ministry role and your  
expectations for this event. 
 We will take time to hear some of these  
expectations in the larger group.
B | Logistics
1 | We will explain the logistics of this workshop 
and the “How” and “Why” of Coaching Triads. 
 This workshop is targeted towards developing 
Coaching skills for “formal” Coaching (defined 
later). We hope that Coaching skills become 
a major tool in your leadership development 
arsenal.
2 | We will explain the “Discovery Learning”  
format used for this workshop — the reason we 
use it and how it works. “Discovery Learning” is 
explained in more detail later in this workshop.
II | Workshop Objectives
A | General Objectives…
1 | Making Coaching Accessible
To do this we have reduced the training to  
Coaching’s basic skills and squeezed them into  
a 12-hour (one-and-a-half day) workshop.  
We concentrate only on skills that initiate or 
strengthen in foundational Coach training.  
We also focus mostly on skills related to formal 
Coaching rather than the informal Coaching that 
you are already engaged in.
Coaching is harder than it looks...  
 ...and easier than you think!
Note All Scripture quotations are from the New International Version of the Bible, unless otherwise noted   |
“I am personally forever in Carl’s debt because he 
mentored me so lovingly. Not once in our relationship 
of over 20 years did he ever tell me anything. He was 
always very patient to explain that what I had said 
was very good, but then asked if I had thought about 
another perspective. Within a short period of time,  
I realized that he was coaching me...” 
 chuck colson about carl henry 
 Breakpoint • December 12, 2003
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2 | Making Coaching Reproducible 
This workshop is done in such a way that, after you’ve 
gone through it, you will have sufficient resources to do 
the training with your leaders. Note that to retain the 
integrity of the training we ask that training using 
this material be restricted to your own local setting. 
3 | Making Coaching Integrated 
We take seriously our commitment to Spirit-led ministry 
and will discuss how to integrate prophetic insight with 
Coaching skills.
4 | Making Coaching Usable 
While some may want to pursue further skill  
development, this workshop’s purpose is to ensure that 
the basic skills of Coaching are firmly implanted into the 
lives of all our leaders and churches. Thus, we will cover 
and practice only the basic skills that every Coach needs.
B | Specific Objectives… 
By the time you finish this workshop, you will have…
1 | Reviewed the essential foundations for the 
Coaching process, including Coaching’s power, 
convictions, orientation and application, 
and…
2 | Considered the basic qualifications and skills 
required for effective Coaching, and…
3 | Extensively practiced these skills in various  
formats while being Coached, and…
4 | Considered next steps in terms of your growth 
as a Coach and deployment of Coaching in 
your spheres of ministry.
N o t e s
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Let’s Lay Some Foundations
Why Foundations?
We must understand the “why” before  
we do the “what.”
I | Coaching’s Power
Why Coaching?
A | Why Coaching in the Body of Christ?
To Coach someone is to make a lasting investment in the life 
of another person and in the kingdom of God. Imagine the 
impact you could have for Christ by being a Barnabas, an 
encourager, in the lives of others. 
 Coaching 101, page 15
B | Why Coaching for Leadership  
and Church Health?
• Church health begins with a leader’s health, and 
sustaining Leader Health requires the  
ongoing support that Coaching supplies.   
Workshops, consultations, seminars, etc.,  
without follow-up do little to bring lasting 
health. Coaching must be the Up Front  
support component for any significant  
movement towards healthy leaders leading 
healthy churches.
Group exerCIse…
What do you think when you hear the word ‘Coach’?
As we view the video clips ask yourself the following questions…
1 | What common notions or principles for Coaching do you see  
reinforced (or debunked) by the clips?
2 | What are some patterns or principles for Coaching that you 
see in some or all of the clips that you relate to well, would 
like to emulate (or would like to avoid)?
II | Coaching’s Core Convictions
A | Convictions about people; people are 
more like Acorns, not Empty Buckets!
1 | Coaching views people as full of God-Given 
Potential, rather than as empty buckets  
waiting to be filled! Jesus demonstrated this 
conviction in John 1.40-42, when he called for 
the “rockness” in Simon.
“Most perceived external obstacles [to coaching] have 
a major internal component.”  
 coaching for Performance / p.164
“The old behaviorist view [suggested] that we are 
little more than empty vessels into which everything 
has to be poured. The new model suggests that we 
are more like an acorn, which contains within it all 
the potential to be a magnificent oak tree. We need 
nourishment, encouragement and the light to reach 
toward, but the oak tree is already within.” 
 coaching for Performance / p.9
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2 | As Christian Leaders, because we know…
a | that people are created in God’s image [Genesis 1.27] 
and have creative ability and potential within them, 
and…
b | that believers are able to hear God’s voice 
[John 10.4-6], and…
c | that people have lived their lives in their own context, 
not our context, nor we in theirs, and…
d | we also know that the Coach’s role is to call forth 
what God has planted within the Coachee.
3 | In secular coaching, believing in Potential in a 
person is the Foundational Principle.
a | “Coaching is unlocking a person’s potential to  
maximize their own performance. It is helping them 
learn rather than teaching them.” 
[ Coaching for Performance, p. 8 ]
b | “To get the best out of people, we have to believe the 
best is there…” 
[ Coaching for Performance, p. 13  ]
c | “The client is naturally creative, resourceful and 
whole.” 
[ Co-Active Coaching, p. 3  ]
Group exerCIse…
•	 Share with your group a significant “life lesson”  
and how you learned it
•	 Group Debrief: How many of your life lessons  
were learned “via discovery”?
B | Convictions about training and learning 
• Three Convictions…
1 | Discovery learning, not merely “Download-
ing information,” leads to genuine growth
2 | Learning takes place best in the context of  
Relationships.
Mark 3.13-15
“Jesus went up on a mountainside and called to him those he 
wanted, and they came to him. He appointed twelve — 
designating them apostles—that they might be with him and 
that he might send them out to preach and to have authority to 
drive out demons.”
The power and joy of discovery is a much greater  
motivation for growth and change than just  
downloading information. Discovery beats “telling” 
every time!
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3 | Third, “Just-in-Time” learning is far superior 
to “Just-in-Case” training.
  [  phrase coined by bob loGan from unpublished notes ]
Coaching facilitates just-in-time learning because you are dealing 
with ‘right now’ issues in a Coachee’s life or ministry.
C | Convictions about significant change;  
Change happens best in the context of 
Learning and Doing
III | Spirit-Led Coaching
A | A Brief Theology of Coaching
1 | Is a “Coaching approach” biblical? 
Consider the following from the Old Testament…
a | In Proverbs, the concept of “drawing out” appears. 
Proverbs 20.5
“The purposes of a man’s heart are deep waters, but a man of 
understanding draws them out.”
b | nathan the Prophet, rather than confronting David 
directly about his sin with bathsheba, instead uses an 
indirect method of bringing conviction.
[ II Samuel 12 ]
c | Perhaps most intriguing is Genesis 4.9,10 where God 
confronts Cain with the sin of killing his brother with 
a question, not a direct accusation!
2 | Coaching in the New Testament…
a | Jesus as a Coach 
•	 Jesus	often	used	questions as a means of  
drawing people out, and he also told parables  
to draw out those who had “ears to hear.”  
Depending	on	what	version	you	read,	Jesus	
asked at least 60 questions in Mark’s gospel 
alone!
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•	 Jesus	certainly	had	as	His	goal	the	building	of	 
expectation, awareness and responsibility  
in	His	disciples.	This	is	very	clear	in	Matthew	
16.13-17	where	Jesus	draws	out	from	the	
disciples (Simon Peter in particular) the revelation 
the	Father	had	given	to	them	about	His	identity	
as Messiah and Son of God.
b | Barnabas is another example of Coaching in the  
New Testament. He…
•	 Sponsored Saul of Tarsus  
[ ACTS 9.26,27 ]
•	 Developed Saul 
[ ACTS 11.22-26 ]
•	 Partnered with Saul 
[ ACTS 13.1 ]
•	 Released Saul to become greater than he was 
[ ACTS 13.13 ]
•	 Never stopped encouraging 
[ ACTS 15.36 ff ]
c | The Apostle Paul
•	 The	Apostle	Paul’s	use	of	Coaching	is	clearly	seen	
in I Thessalonians 2.11,12
•	 Paul	writes	similarly	in	I	Corinthians	14.3	where	
in describing the purpose of prophecy, Paul uses 
two of the same words that he does in the  
Thessalonians passage… 
I Corinthians 14.3
“but everyone who prophesies speaks to men for their 
strengthening, encouragement and comfort. 
Encouraging and comforting are parallel. 
“Strengthening” is the word usually translated 
“edify” and aligns with the purpose of prophecy 
to ”build up.”
B | The Holy Spirit and Coaching
1 | Bob Logan says in Coaching 101 (p. 24)… 
“At its core, Coaching is a spiritual  
process.” 
Bob does an excellent job of elaborating on this  
statement in the Introduction and Chapter 1 of 
Coaching 101. 
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2 | A Coach, then, helps someone discover  
what the Holy Spirit is saying.  
The Coach should therefore expect to receive  
guidance from the Spirit as s/he is Coaching. How 
should the Coach communicate that revelation?
a | a Coach can choose to give that revelation in a  
“telling” format or in a Coaching format.
b | the Coaching format works best because…
1] prophetic words are best received when they are 
something the other person has already heard 
from the Lord.
2] our goal is to create in people the ability to hear 
God’s voice for themselves, not run to us for 
instruction.
3] a	biblical	example	of	this	is	found	in	John	4.6	
where	Jesus,	rather	than	telling	the	Samaritan	
woman that she is immoral, simply suggests that 
she go call her husband!
3 | If the Coach receives a prophetic word, the 
Coach needs to give the word in an appropriate 
and timely manner.  
If it is a revelation (word of knowledge or wisdom), 
the Coach may choose to try to have the Coachee 
discover the insight rather than merely telling them. 
Even in the best coaching session, some “telling” may 
be necessary.
Group exerCIse...
Share within your triads how you plan to integrate coaching into the 
“prophetic” side of your ministry. We will collect some best practices in the 
larger group.
IV | Coach, Mentor, Sponsor or Counselor?
A | What’s the Difference? 
Understanding the difference enables us to be  
intentional about Coaching
“A Mentor goes before and pours in” 
Mentoring requires expertise in the area being mentored.
“A Coach stands beside and draws out” 
Coaching requires Coaching skills but not expertise.
“A Sponsor stands behind and puts forward”
Mentors work from the past, in the present, for the 
future. Counselors work from the counselee’s past 
into the present for the future. Coaches work from the 
present into the future, built on the past.
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B | Coach or Counselor? 
How is Coaching different from counseling? 
Mainly in its orientation. Coaching is mostly oriented 
towards…
• The Future rather than the Past
• Strengths rather than Weaknesses
• Potential rather than just Problems
C | As a leader, you are already involved in  
developing your leaders through teaching and 
mentoring. Coaching will add a powerful tool for 
leadership, if you aren’t already using it. Statistics 
show that 70% of the time, the solution for an issue 
is within the leader we are developing.   
They don’t need someone to give an answer, they 
need help in discovering what is already in them!
V | Can anyone Coach?
Group exerCIse…
We will take two to three minutes to make a list of the essential qualities  
of a good Coach. The appendix contains more on Coach qualifications,  
including a Motivation Levels Survey that has been used to evaluate  
potential church planter coaches. Only those scoring in levels Three and 
Four have the potential to be effective coaches.
Any Mature Believer is qualified to Coach at least at some level!
1 | Learning basic Coaching skills is like learning to  
ride a bicycle. If the heart to learn is there, almost 
anyone can learn.
2 | You don’t have to be an expert in the area you are 
Coaching in to be a good Coach!
Coaching deals with the present with a view to  
creating change that affects the future.
“Does a coach need to have experience or technical  
knowledge in the area in which he is coaching?  
The answer is no  — not if the coach is truly acting as 
a detached awareness raiser. If, however, the coach 
does not fully believe in what he espouses, i.e., the 
potential of the performer and the value of self- 
responsibility, then he will think that he needs  
expertise in the subject to be able to coach.” 
 coaching for Performance / p.41
How do you measure maturity? The appendix contains 
a tool that measures maturity in terms of motivation 
levels; check it out!
“Good coaching is a skill, an art perhaps, that requires 
a depth of understanding and lots of practice if it is to 
deliver its astonishing potential. ”  
 coaching for Performance / p.2
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3 | Some important reality checks!
a | all the skills in the world are useless if you don’t believe in 
the foundational premise of Coaching.
b | Not everyone can become really skillful. Everyone can ride a 
bike, but not everyone can become a world class cyclist.
c | It takes lots of practice to develop good Coaching skills.
4 | Can you be a Coach?  
There is a Coaching self-assessment test located in  
the appendix.
Let’s Do It!
I | Essential Coaching Skills
A | The first “skill” is to always keep in mind 
Coaching’s goal, which is to build three 
things…
t expectation
t Awareness e•A•r
t responsibility
1 | ExPECTATIOn 
Great Coaches in any field of endeavor seek to 
build confidence and expectation!
a | Faith comes into play here, doesn’t it? 
Faith is God-focused, God-generated expectation!
b | Moment of reflection 
let’s share some examples of a Coach building  
expectation.
2 | AWAREnESS 
“The first key element [of Coaching] is  
Awareness…”  — Coaching for Performance, p. 34
 t  Awareness of what?
a | Self-Awareness of the Coachee 
Values, Habits, Expectations, Strengths, Resources,  
Blind Spots, etc.
“Awareness... is the product of focused attention,  
concentration and clarity.” 
 coaching for Performance / p.33
“The coach is not a problem-solver, a teacher, an  
advisor and instructor, or even an expert; he or she is 
a sounding board, a facilitator...an awareness raiser.” 
 coaching for Performance / p.40
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b | Awareness of Reality 
The Coachee’s true current circumstances 
[this is critical and is one of the primary reasons the Coach  
is involved!]
c | Awareness of God’s Perspective and Instructions 
A Coach can help the Coachee discern and/or confirm 
what God is saying
3 | RESPOnSIBILITy 
“Responsibility is also crucial for High  
Performance. When we truly accept, choose or 
take responsibility for our thoughts and our 
actions, our commitment to them rises and so 
does our performance.”   
 — Coaching for Performance, p. 36
on the other hand…
“If I give you advice and it fails, you will blame me. 
I have traded my advice for your responsibility, 
and that seldom is a good deal.” 
 — Coaching for Performance, p. 36
B | So what skills are needed to build  
expectation, awareness and responsibility? 
The single most important skill is listening.
exerCIse / How well do you lIsteN? 
Listening Without Looking
Pair off, then get back to back. One of you draw a simple picture 
without the other seeing what you’re drawing. After your drawing 
is completed, begin describing your picture to your partner. Without 
asking any questions, by listening only, your partner is to draw what 
you’re describing.
When finished with your description and your partner is finished with 
his/her drawing, compare drawings! 
Reverse the roles and repeat the exercise.
C | Listening is supported by two other 
skills…
Asking Questions and 
Giving Feedback
Effective questions and regular  
feedback keep Coaching flowing.
“Everything in coaching hinges on listening... Listening 
is the entry point for all of the coaching. In one sense, 
all other contexts of coaching depend on listening...” 
 co-active coaching / p.39
Did Jesus “coach” His disciples to increased awareness 
and  responsibility? Check out mark 10.35-45 and see 
what you think!
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1 | We must ask effective questions
“It is questions that best generate awareness and  
Responsibility. It would be easy if any old question would do, 
but it won’t.” Coaching for Performance, p. 45
a | Effective Questions…
1] are easy to understand
2] can be answered briefly
3] require thought  [don’t be afraid of silence]
4] encourage disclosure
5] are open-ended 
 [  i.e., they don’t allow for one-word answers  ]
6] flow out of the Coachee’s previous statements
b | also, “What” and “How” questions are to be  
preferred over “Why” questions
c | more help on asking good questions will come later, 
and there is more help on asking questions in the 
appendix as well
2 | We must give clear, continuing feedback
 Basic feedback includes the following actions… 
[ some samples from Co-Active Coaching, pp. 40-45 ]
a | restate (from time to time) 
“What I think I hear you saying is…”
b | Clarify (as needed) 
“Here’s what I am hearing: ‘ ---------- ‘; Is that correct?”
c | Get the Bigger View (as needed) 
“let’s step back from this and look at it from farther 
away.”
d | Illustrate (as needed for clarity) 
“This sounds like you are…”
e | acknowledge (from time to time) 
“I can hear your passion here” or… 
“You certainly took a big risk”
f | Summarize (from time to time) 
“let me recap what I have heard so far.”
“The worst feedback is personal and judgmental.  
The most effective is subjective and descriptive.” 
 coaching for Performance / p.134
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D | The core of the Coaching process really is 
this basic… 
Ask, Feedback, Listen, Feedback, Ask, Listen,  
Feedback, etc.
 It’s like drilling for oil or searching for treasure… 
you just keep digging!
fIrst trIAd exerCIse…
Over our extended lunch time, break into your triads and take turns  
Coaching one another over a real ministry issue. Use a tag-team approach 
with two of you serving as Coaches and one being the Coachee. Take 20 
minutes for each person so that each of you can be Coached through one is-
sue. Remember that Coaching focuses more on potential than on problems 
and on the future more than just the past! There are evaluation forms in 
the very back of the appendix that will help you evaluate your Coaching. 
We will debrief these sessions after lunch.
II | Everyone Needs a Good Coach
For you know that we dealt with each of you as a father deals 
with his own children, encouraging, comforting, and urging you 
to live lives worthy of God who calls you into his kingdom and 
glory.  I  T H E s s a l o n I a n s  2 . 1 1 , 1 2
A | Good Coaches provide Encouragement
• This is when others pour courage into you
“Be strong and courageous…”   Joshua 1.6,9
• “Yes, you can!”
B | Good Coaches provide  
Comfort / Perspective
• This is when others provide you with context.
“But I trust in your unfailing love; my heart rejoices in  
your salvation. I will sing to the Lord, for He has been 
good to me.”  P S A L M  1 3 . 5 , 6
• “Yes, you will!”
C | Good Coaches provide Motivation
• This is when others help you to deal  
with change.
“Wounds from a friend can be trusted.”   
 P R O v E R B S  2 7 . 6
• Yes, you must!
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D | Conclusion… 
“You were never meant to run alone!”
“Two are better than one, because they have a good re-
turn for their work…A cord of three strands is not quickly 
broken.”  E C C L E S I A S T E S  4 . 9 - 1 2
III | refining Listening Skills
Coaching Applied… 
One of your facilitators will share how s/he applies 
Coaching in working with staff.
More help with listening…
A | Some Keys to Listening Well…
1 | Be Self-Aware 
Are you a talker by nature? Then remember  
that s/he who talks most, listens least!
2 | Be asking yourself, “How well am I listening… 
really?”
3 | Don’t answer your own questions!
4 | Watch out for tendencies to tell stories 
[ many pastors’ favorite pastime! ]
B | More Principles for Good Listening…
1 | Believe in the power of listening
2 | Don’t allow yourself to become distracted
3 | Avoid passing judgment on what you  
are hearing
4 | Demonstrate focus via eye contact and your 
body language
5 | Encourage the one speaking to keep saying 
more
6 | Don’t be thinking of solutions or  
suggestions while they are talking
Feedback and questions both support and grow out  
of the coach’s careful listening!
the ultimate coaching verse
“My dear brothers and sisters, be quick to listen,  
slow to speak and slow to get angry.”  
 james 1.9 [ nlt ]
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C | Levels of Listening 
[ Co-active Coaching, pp. 34-39 ]
1 | Level I / Internal Listening 
the listening is focused on ourselves
2 | Level II / Focused Listening 
 the listening is sharply focused on the  
 other person
3 | Level III / Global Listening 
“You listen at 360 degrees…as if you were  
receiving information from everywhere…” 
This is searching, intuitive listening. 
For believers, Global Listening is enhanced by  
the Holy Spirit!
lIsteNING exerCIse…
Form groups of four and take turns doing the following…
Send one person out of hearing range, then have one person share with 
a designated listener a two to three minute story of a humorous event in 
their life. The listener may ask questions, but only for clarity. The third  
person is a designated observer and listens and observes, focusing on  
capturing the story as accurately as possible. 
Next, have the out-of-range person return. Now have the designated  
listener tell the story, attempting to recreate the same emotions and humor. 
The test of the listener’s retelling is in the recreation of the emotions and 
humor, not just restating the facts! The original “teller” and observer should 
take two to three minutes to evaluate the accuracy of the retelling.  
Take turns  until each has had his/her listening evaluated.
IV | Coaching’s application
A | Coaching can be applied in both formal 
and informal situations
1 | Formal Coaching requires regular appointments, 
clear and mutual outcome expectations, etc., 
and generally goes through a standard process 
like “GRoW.”
2 | Informal Coaching can be done in almost any 
situation from parenting to staff meetings. It is 
more spontaneous but still has basic Coaching 
principles and skills at its heart.
3 | See the appendix for a list of possibilities for 
applying Coaching.
“There are two aspects of listening in coaching. One is 
attention, or awareness. It is the receiving of  
information through what we hear with our ears, of 
course, but it is also listening with all the senses and 
with our intuition.  
The second aspect is what we do with our listening.  
We call this the impact of our listening — specifically 
the impact of the coach’s listening on the client. As an 
experienced coach, you need to be conscious not only 
of your listening, but of the impact you have when 
you act on your listening.” 
 co-active coaching / pp. 32 & 33
“Coaching can occur spontaneously in a minute or in 
an hour-long session.” 
 coaching for Performance / p. 15
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B | Whom can we or should we Coach?
1 | Formal Coaching is for those we know are 
called, competent and of Good Character.
a | Coaching should not be attempted with the  
rebellious, disinterested, immoral or the incompetent.
b | Coaching is not a substitute for Correction,  
although you can “Correct” using Coaching  
methods [try it, you’ll like it!].
2 | The “who” depends on the type of Coaching
a | Informal Coaching works for parenting and working 
with just about anyone.
b | Formal Coaching should be done strategically with 
those who wish to be developed and whom you 
believe should be developed.
C | How often should we have formal  
Coaching arrangements? 
[ from Coaching 101, p. 96,97 ]
1 | The less experienced or mature the Coachee,  
or the more intense the project, the more often 
you should have the Coaching appointment 
(generally not every week, though).
2 | Regardless of the experience level of the 
Coachee, Coaching appointments must be at 
least once per month to be effective.
persoNAl refleCtIoN exerCIse…
Based upon what you know about Coaching as we are defining it…
• What are some areas and relationships that you think  
Coaching would apply to  in your life / ministry?
• Which ones will you start doing in the next few weeks?
• What will you stop doing to make room for this?
Write down you answers to these questions, then share them with the  
others at your table or in your triad.
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V | refining Question-asking Skills
exerCIse
What constitutes a good question? Consider the differences between the 
following questions that a tennis Coach might ask his/her Coachee. 
(from Coaching for Performance, p. 44,45)
Which of these would be good Coaching questions? Why?
1 |  “Why are you not watching the ball?”
2 |  “Are you watching the ball?”
3 |  “Which way is the ball spinning as it comes toward you?”
4 | “How high is it…as it crosses the net?”
A | Good Questions Will Help…
1 | Bring Clarity
2 | Expand Horizons
3 | Explore Viewpoints and options
4 | Increase Awareness
5 | Focus Priorities
6 | Promote Action
B | Some Other Helpful Hints
1 | Remember to resist the temptation to  
fix things.
2 | Ask them to restate your comments to help 
ensure understanding.
3 | Avoid leading questions. 
[ see quote in margin! ]
4 | Don’t be thinking of the next question  
while they are talking — this means you’re  
not listening!
5 | Try “Curious Questions.”  
[ see table ]
“Leading questions, the resort of many poor coaches, 
indicate that the coach does not believe in what he is 
attempting to do. This will be quickly recognized by 
the coachee, and the trust and the value of the  
coaching session will be reduced. Better for the coach 
to tell the coachee that he has a suggestion rather 
than attempt to manipulate him in that direction.” 
 coaching for Performance / pp.48,49
 InFORMATIOn  CURIOUS 
 GATHERInG
 What topics will you include in What will finishing the report 
 the report? give you?
 How much exercise do you need What would “being fit” look like 
 each week? for you?
 What are the training options What do you want to know that 
 available? you don’t know today?
“In coaching, asking curious questions with a 
curious frame of mind is ideal. The curious coach 
doesn’t have all the answers. When you are curi-
ous, you are no longer in the role of the expert. 
Instead, you are joining clients in a quest to find 
out what’s there. You’re exploring their world with 
them, not superimposing your world on them.” 
 co-active coaching / p.65
“The most effective questions for raising awareness 
and responsibility begin with words... like, what, 
when, who, how, how much, how many. why is  
discouraged since it often implies criticism and evokes  
defensiveness.” 
 coaching for Performance / p.47
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exerCIse…
Listen • Ask • Feedback
Break into your Triads and take turns doing the following…
•	 One person will be the Coach, one person the Coachee,  
one person the observer.
•	 The person designated as the Coachee will tell the Coach a 
significant life-changing event.
•	 The Coach’s job is to draw out as much as possible about this 
event via questions and feedback.
•	 The observer watches and takes notes to give his/her  
feedback to the Coach.
•	 You will be given 7 minutes to tell the story, then 3 minutes 
for the observer to give feedback.
•	 We will repeat this exercise until all have had an opportunity 
in each role. We will debrief as time allows.
VI | Preferred Coaching Model
[  FoR FoRMAL SESSIoNS  ]
A | Why the GROW Model? 
from Coaching for Performance
1 | GRoW is one of the most tested models for 
coaching. John Whitmore is a pioneer in the 
field of Coaching and has refined this model 
into a very user-friendly tool.
2 | GRoW is an intuitive, easily remembered tool 
that fits with our organic style of coaching.
3 | GRoW is the model originally deployed for our 
church planter coach training and is still used in 
that arena. Consistency requires us to use the 
same model throughout.
B | The GROW Model Explained
First, note that GROW is not an entirely linear  
model. You will often cycle through the various steps as 
you go through a coaching session. You will usually start 
with the Goal, however, and will always need to end with 
Will (What will you do?).
1 |  Goal
What’s the goal for the session/issue?
Whitmore breaks goals down into…
a | End Goals 
final objective
 and…
samPle grow Questions
GOAL.. .
1 What is the issue you would like to work  
on this time?
2 What form of outcome are you hoping  
for by the end of the session?
3 How far and how detailed do you expect  
to get this session?
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b | Performance Goals
 in-between goals required for the Coachee to reach 
the end goal.
c | How it works…
 at the first appointment, set the overall goals for the 
entire set of coaching sessions. (These may change 
some as the coaching sessions progress).
 For each session, establish the goal for that session. 
again note that this may adjust some during the ses-
sion. note, too, that the goal should help the coachee 
towards his/her overall goals. sample questions for 
this (and each step) are in the margins.
2 | Reality
What’s really happening here? 
This step is where increasing aWaREnEss occurs most 
often and requires objectivity and exploration.
a | The Coach is attempting to help the Coachee discover 
what reality is for the Coachee in his/her situation 
b | Probing, discerning questions are a must for this 
(samples in side bar)
c | one great “reality question” Whitmore recommends 
is, “What action have you taken on this so far?”  
(p. 74)
d | This step gives the coachee the ability to see the 
issues as they really are and also to see the potentiali-
ties and not just the problems!
3 |  Options
What are your options? 
In this step you help the Coachee explore various options 
available to him/her for reaching the performance goals.
a | This stage increases both awareness and  
responsibility.
b | “The purpose of the options stage is not to find the 
right answer but to create and list as many alternative 
courses of action as possible. The process of gathering 
all the options is as important as the options list itself, 
because it gets the creative juices flowing.” [ p. 81 ]
c | This step also helps the coachee see issues in terms of 
potential and not just obstacles or problems.
samPle grow Questions
OpTIONs.. .
1 What are the different ways you can  
approach this issue?
2 Make a list of all the alternatives, large and 
small, complete and partial solutions
3 What else could you do?
rEALITY. . .
1 What is the present situation in more detail?
2 What and how great is your concern with it?
3 How much control do you have over it? 
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4 | Will
What will you do? 
This step is self-explanatory and builds Responsibility and 
Expectation in the Coachee. Whitmore says, “The purpose of 
this final phase…is to convert a discussion into a decision. 
It is the construction of the action plan…on ground that has 
been thoroughly surveyed…using the widest possible choice 
of building materials.”
note that this step is absolutely essential to good coaching. 
The coach and the coachee need to close each session with  
a clear understanding as to what the coachee (and the 
coach) will do to address the issues and opportunities  
uncovered during the session.
5 | Finally, note well what Whitmore says about 
GRoW!
“If you get anything at all out of this book,  
let it be Awareness and Responsibility, not GROW.”  
 C O A C H I N G  F O R  P E R F O R M A N C E  /  p . 5 6
VII | Feedback revisited
CoACHING ApplIed 2…
One of your facilitators will share how s/he applies Coaching in building 
skills with those they Coach.
A | How Important is Feedback? 
John Whitmore says “feedback…is vital for learning and 
performance improvement.” 
Coaching for Performance, p. 136
B | The Type of Feedback is Crucial
 Good Feedback is…
1 | Positive 
(does not put Coachee on the defensive) 
“Blame evokes defensiveness — defensiveness  
decreases awareness.”  -  Coaching for Performance, p. 30 
note that defensiveness also decreases the  
likelihood that the Coachee will accept  
responsibility.
2 | Accurate 
the Coach needs to confirm the accuracy of his/her 
feedback often.
3 | Clear and Continuing
4 | Positive 
we cannot emphasize this one enough!
will.. .
1 What are you going to do?
2 When are you going to do it?
3 Will doing this help meet your goal? 
4 What obstacles might you meet along the way?
5 Who needs to know?
6 What support do you need?
7 What will you do to obtain that support?
8 What can I do to support you?
[ see coaching for Performance / pp.175,176 for more ]
“The golf ball provides perfect feedback. It ends up 
exactly where the golfer puts it.” 
 coaching for Performance / p.136
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2nd trIAd exerCIse…
Tonight, in your Triads take turns Coaching one another around the  
following question:
“What is a skill I need to improve or help develop in another?”
Have one serve as the Coach and one as an observer while the other is 
being Coached. Take at least 20 minutes for each person so that all can be 
Coached. The observer should give feedback as well to the Coach as to how 
well they listened, asked questions, etc. Remember the evaluation forms 
are there for you (back of appendix). We will debrief these sessions in the 
morning.
Let’s Finish things off!
I | Launching Formal Coaching Sessions
A | Clarify the nature and the Purpose of the 
Coaching relationship by praying togeth-
er, then…
1 | Deciding on the overarching goals for the 
Coaching relationship and the major issues the 
Coachee hopes to address through Coaching.
2 | Determining the frequency and types of  
appointments. 
[ phone / face-to-face / etc. ]
3 | Delineating times for evaluation of the Coach-
ing relationship so that you can adjust or refer 
to someone else if it is not working. 
[ an evaluation form is supplied in the appendix ]
4 | See the sample Coaching agreement in  
Coaching 101, page 121, for more help.
B | Begin Building the Relationship 
As you do…
1 | Seek to discern the kind of person you are 
working with. 
[ DISC, other profiles may help ]
2 | Seek to discern the total picture. 
[ family and other relationships / nature of the church, 
community, etc. ]
C | Clarify the Coachee’s Values 
This is important for the long-term Coaching because  
conflicting values is often a major reason for relational 
challenges! 
[ see the appendix for help on identifying values ]
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D | Dial in on Key Issues / Opportunities 
Remember to stay focused on only one or two major items 
per session.
CoACHING ApplIed [ #3 ]
One of your facilitators will share how s/he applies Coaching in working as a  
consultant.
II | Tracking Coaching appointments
A | Why Track Them?
1 | Accountability for the Coachee requires you  
to keep notes!
2 | Because Coaching is cumulative. 
Your perception of things in the Coachee’s life 
increases over time as you begin to notice and 
record patterns!
3 | I am sure you can think of other reasons!
B | Methods for Tracking
1 | Coachnet® 
[ www.Coachnet.org ]
a | advantages
1] All	the	Coaching	appointments	are	kept	in	a	
single, easily accessible place.
2] The Coach and the Coachee can prepare before-
hand by posting agenda items, questions, etc.,  
in the Coaching session.
3] Progress is easy to track and view.
4] A	very	detailed	Coaching	template is supplied.
5] CoachNet® membership includes access to a lot 
of Coaching and other resources.
b | Disadvantages
1] Requires the Coach and Coachee to be  
computer literate.
2] Some find the learning curve challenging.
3] Requires Coach and Coachee to have internet 
access and CoachNet® membership. 
[ $50 per year for Foursquare leaders ]
N o t e s
empoweredCoaching 23
4] Some find the template to be hard to use or a 
bit counter-intuitive.
c | Demonstration  [ if time allows ]
2 | Email or Word Processor
a | advantages
1] For computer literate Coaches and Coachees,  
it’s a natural way to connect and track  
appointments.
2] There are powerful search functions available in 
programs like Outlook and other email clients 
that make tracking easy.
3] The Coach and the Coachee can prepare  
beforehand for a Coaching appointment. 
[ albeit without a template ]
b | Disadvantages
1] It requires Coach and Coachee to have internet 
access.
2] The tracking is not as easy or as extensive as with 
CoachNet®.
3] The effectiveness of this method depends a great 
deal upon the Coach’s skill  at using his/her 
preferred program!
c | Demonstration  [ w/ Outlook 2003, if time allows ]
3 | Handwritten notes
a | advantages
1] Hey,	it’s	better than nothing!
2] It’s a natural for many.
3] It doesn’t cost nearly as much!
b | Disadvantages
1] It’s one-sided unless the Coach sends a copy of 
the notes of the session to the Coachee.
2] Organizing and tracking are much more difficult 
and material is not usually readily at hand.
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III | Coaching in a Nutshell
Here’s the Bottom Line…
1 | Believe in the Coaching process and in the 
Coachee!
2 | Be self aware!
3 | Always keep the goal of Coaching in mind. 
[ EAR: build expectation, awareness, responsibility ]
4 | Focus on one or two key issues per session.
5 | Let the Coachee set and generally guide the 
agenda.
6 | Listen / Ask / Feedback
7 | Reach a clear, attainable, action-oriented  
conclusion that the Coachee will be accountable 
for.
IV | What’s Next?
How to Integrate Coaching into Your Life & Ministry
A | Try Coaching on yourself. 
ask yourself probing questions, etc.
B | Practice on everyone, all the time. 
[ this will drive some folks crazy, of course! ]
C | Continue with or start formal Coaching  
appointments. 
[ Triads and otherwise ]
D | See chapter 8 in Coaching 101 for more 
suggestions.
E | Take the 30-day challenge. 
for the next 30 days, try Coaching in every possible  
situation. Refrain from giving advice and instead ask good 
Coaching questions and see what happens!
F | Consider again how you will integrate 
Coaching into your life, church, division, 
district, etc. 
If time allows, we will give you opportunity to work  
on this.
The goal of every coaching session is to discern and 
focus on the real key issues, then help the Coachee  
to a planned response that is appropriate for, and  
doable by, the Coachee.
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V | Evaluation and Debrief
1 | What’s working that we want to keep?
2 | What’s not working that we need to stop or change?
3 | What’s confused that we need to clarify?
4 | What’s missing that we need to add?
5 | What’s the last 5%? 
[ things some are too nice too express! ]
3rd trIAd exerCIse…
One last time!  In your Triads, take turns Coaching one another around the 
following question…
“How am I going to integrate Coaching into my ministry  
assignment?”
You may use the “tag team” Coaching approach from the First Triad Exer-
cise or have one serve as the Coach and one as an Observer while the other 
is being Coached — decide as a group which works best for you.
Take at least 20 minutes for each person so that all can be Coached. The 
Observer should give feedback as well to the Coach as to how well they 
listened, asked questions, etc. Remember the valuation forms are there for 
you (back of appendix).
We will debrief these sessions before we leave this workshop today. 
“Don’t ever talk to others about the content of a  
coaching conversation without the permission of the 
person being coached.  Confidentiality is key to  
connecting and building trust.” Q    
 jane creswell
Q see Page 11 of the appendix on the christian 
coaches network code of ethics for additional 
helpful guidelines.
1APPENDIX
—  N o t e  — 
the materials in this appendix are arranged in the order in which they are referred to in the main body. 
COACH QUALIFICATIONS
What a good coach does…
•	 A	good	coach	guides	(to	discovery)
•	 A	good	coach	believes	(in	the	one	s/he	is	coaching)
•	 A	good	coach	listens	intently
•	 A	good	coach	celebrates	when	the	other	person	discovers	the	answer.
CHArACTer QUALITIeS
•	 Spiritually	mature:	able	to	hear	the	Spirit,	prayerful,	etc.
•	 Personally	disciplined	(time	management)
•	 Self-aware	
•	 Other-focused	and	able	to	build	healthy	relationships
•	 Able	to	affirm	or	confront	as	needed
•	 Has	a	sense	of	humor
•	 Alert,	observant,	reflective	and	discerning.	Able	to	see	the	big	picture	and	clarify	values.
•	 The	truly	essential	quality:	a	very	good	listener!
NINe eSSeNTIAL COmpeTeNCIeS OF COACHINg
CoachNet to the Max Newsletter, January 2004 edition 
What makes an excellent coach excellent?  
Beginning	with	laying	a	strong	spiritual	foundation,	the	nine	essential	competencies	for	quality	coaching	
have	been	crystallized	by	an	extensive,	qualitative	research	study:					
1 ABIDING IN CHRISt
•	 Seeking	the	guidance	of	the	Holy	Spirit	at	each	stage	of	the	coaching	process	and	recognizing		
dependence	on	him.
2 SeLF-ASSeSSING
•	 Knowing	yourself	well	and	continually	pursuing	self-development	and	increased	competency.	
3 CoMMUNICAtING
•	 Facilitating	the	process	of	discovering	God’s	agenda	and	how	to	best	cooperate	with	him	by		
effective	listening,	questioning,	and	giving	feedback.	
4 eStABLISHING
•	 Negotiating	to	obtain	a	mutual	agreement	to	enter	into	a	coaching	relationship	and	strengthen-
ing	the	relational	bond	with	the	leader	or	team	being	coached	beginning	with	the	initial	session.	
25 SUPPoRtING
•	 Maintaining	the	health	and	development	of	the	coaching	relationship	by	including	the	following	basic		
principles	of	coaching:	encouragement,	challenges,	accountability,	provision	for	needs,	and	focus	in	a	clear	
direction.
6 CoNCLUDING
•	 Recontracting	or	bringing	closure	to	the	coaching	relationship	and	process.	
7 DIAGNoSING
•	 Assessing	problems	or	situations	by	effectively	pinpointing	needs,	gathering	data,	analyzing	data,	and	
evaluating	action	plans.	
8 PLANNING
•	 Helping	those	you	are	coaching	learn	to	set	goals	and	implement	plans	to	achieve	those	goals.
9 MoNItoRING
•	 Evaluating	progress	toward	the	accomplishment	of	the	goals	and	making	appropriate	adjustments.	
3Do You Have What It Takes To Be A good Coach?
Take this test to see if you have what it takes to coach others.  Mark 1 if the statement is never true of you;  
mark 5 if the statement is always true of you; mark 2, 3 or 4 depending on the degree to which the statement  
is true of you.  Give two examples that support your assessment for each statement.
 N e v e r  A L W A Y S
1 I have a high level of self-esteem (Psalm 139.13-14). 1 2 3 4 5
ExAMPlE	1	.........................................................................................................................
ExAMPlE	2	..........................................................................................................................
2 I set goals and work toward accomplishing them. 1 2 3 4 5
ExAMPlE	1	.........................................................................................................................
ExAMPlE	2	..........................................................................................................................
3 I am able to communicate clearly with others. 1 2 3 4 5
ExAMPlE	1	..........................................................................................................................
ExAMPlE	2	..........................................................................................................................
4 I am flexible and readily adapt to change. 1 2 3 4 5
ExAMPlE	1	.........................................................................................................................
ExAMPlE	2	.........................................................................................................................
5 I form healthy relationships with others easily. 1 2 3 4 5
ExAMPlE	1	.........................................................................................................................
ExAMPlE	2	.........................................................................................................................
6 I invest in others to help them develop their strengths 1 2 3 4 5 
and overcome their weaknesses.
ExAMPlE	1	.........................................................................................................................
ExAMPlE	2	.........................................................................................................................
4	 N e v e r  A L W A Y S
7 I listen well to people when they talk with me. 1 2 3 4 5
ExAMPlE	1	.........................................................................................................................
ExAMPlE	2	..........................................................................................................................
8 I know how to ask clear, probing questions. 1 2 3 4 5
ExAMPlE	1	.........................................................................................................................
ExAMPlE	2	..........................................................................................................................
9 I am patient with people who are learning and growing.  1 2 3 4 5
ExAMPlE	1	.........................................................................................................................
ExAMPlE	2	..........................................................................................................................
10 I find it easy to forgive and I don’t hold grudges. 1 2 3 4 5
ExAMPlE	1	.........................................................................................................................
ExAMPlE	2	...........................................................................................
Add up the value you gave to each statement . . . . . . . . . . . . . . . ToTAl ______________________
How do you rate?  
 40-50 = Excellent 30-40 = Good Below 30 = With some coaching yourself  
    you can improve on these basic  
    characteristics and be of help  
    to others as a coach.
5motivation Levels
Instructions
Even	though	this	is	stated	in	the	third	person,	score	this	on	behalf	of	yourself.		For	maximum	accuracy,		
have	someone	close	to	you	confirm	your	responses!
S t A t E m E N t  S c o r E
 m O S T L Y  r A r e L Y
1 He/she wants his own way. 5  4   3 2 1
2 He/she will say, “Hey, look at me!” 5  4 3 2 1
3 He/she wants respect for his/her ideas as well as approval. 5  4   3 2 1
4 He/she searches for opportunities to help others. 5  4   3 2 1
5 He/she will do most tasks if verbally praised for his/her efforts. 5  4   3 2 1
6 He/she often praises peers even in their absence. 5  4   3 2 1
7 He/she is loyal and will stand up for family, friends, company, or ministry. 5  4   3 2 1
8 He/she is known by friends or workmates as somewhat of a “show off.” 5  4   3 2 1
9 He/she has a very short attention span and changes activities often. 5  4   3 2 1
10 He/she is self-motivated to complete work for satisfaction gained from 5  4 3 2 1 
being productive. 
11 He/she frequently says, “I know my rights. I don’t have to do it if 5  4 3 2 1 
I don’t want to.”
12 He/she will use others’ tools and equipment without asking. 5  4 3 2 1
13 He/she willingly volunteers for needed tasks. 5  4 3 2 1
14 He/she will become angry and throw a temper tantrum if he/she does not 5  4   3 2 1 
get what he/she wants immediately. 
15 He/she is even-tempered and self-controlled. 5  4   3 2 1
616 He/she enjoys organized group activities. 5  4   3 2 1
17 He/she is very generous with his/her time and possessions. 5  4   3 2 1
18 He/she demands that his/her achievements be placed on display for 5  4   3 2 1 
others to admire. 
19 He/she enjoys participating in competitive activities, but is upset if 5  4   3 2 1 
his/her efforts are not recognized. 
20 He/she has a healthy appreciation of rules and likes firmness in adults. 5  4   3 2 1
21 He/she strives for competence in his/her tasks. 5  4   3 2 1 
22 He/she is quick to judge peers’ behavior. 5  4   3 2 1
23 He/she will behave most appropriately when attention is centered on him/her. 5  4   3 2 1
24 He/she enjoys being a part of a particular group. 5  4   3 2 1
25 He/she can carry on a good conversation with adults on an adult level. 5  4   3 2 1
26 He/she enjoys the company of family and others. 5  4   3 2 1
27 He/she will lose interest in an activity if someone is not there watching 5  4   3 2 1 
and encouraging him/her.
28 He/she is continually optimistic despite trying circumstances. 5  4   3 2 1
29 He/she is able to stand up for what he/she believes is right,  5  4   3 2 1 
even in the face of criticism.
30 He/she will become interested in certain projects or activities if  5  4   3 2 1 
immediate and tangible benefits result. 
31 He/she becomes unusually upset when others disagree with him/her.  5  4   3 2 1
32 He/she must be told specifically what is expected before he/she is able to comply.  5  4   3 2 1
7Score Sheet for Levels of motivations
Directions
Take	the	score	(from	1	to	5)	for	each	question	above	and	enter	it	on	the	appropriate	line	below.			
When	you	have	filled	in	every	space,	add	the	numbers	across	each	line	and	write	in	the	totals.
LeveL 1
	 Item	 1	 9	 11	 12	 14	 30	 31	 32	 Total	
	Score	 ______	 ______	 ______	 ______	 ______	 ______	 ______	 ______	 _______
LeveL 2
	 Item	 2	 5	 8	 18	 19	 22	 23	 27	 Total
Score	 ______	 ______	 ______	 ______	 ______	 ______	 ______	 ______	 _______ 	
LeveL 3
	 Item	 3	 7	 15	 16	 20	 21	 24	 26	 Total	
	Score	 ______	 ______	 ______	 ______	 ______	 ______	 ______	 ______	 _______
LeveL 4
	 Item	 4	 6	 10	 13	 17	 25	 28	 29	 Total
	Score	 ______	 ______	 ______	 ______	 ______	 ______	 ______	 ______	 _______
Rank the Levels according to their totals,  
from the highest to the lowest…
Highest Total		......................................................level	_____________
Second Highest Total		..................................level	_____________
Third Highest Total		.......................................level	_____________
Lowest Total		.......................................................level	_____________
Q	the highest and second highest scores suggest the person’s usual level of motivation in a particular setting. 
From	Loving our Differences	©	W.	George	Selig	and	Alan	A.	Arroyo,	published	by	CBN	Publishing.	Used	by	permission.
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mOTIvATION LeveLS
•	 In the book the authors suggest that  
there are four primary motivation levels…	
Level one / S E L F
This person is motivated by what is best for him / herself. 
Level two / A P P r o V A L
This person is motivated to obtain the approval of those he / she deems important. 
Level three / P E r S o N A L  r E L At I o N S H I P
This person is motivated to treat people as peers. 
Level Four / S E L F L E S S  (Others-Oriented)
This person is motivated to do what is best for others. 
9more Help With Questions from John Whitmore 
Here are a few of the questions that I consistently find to be helpful in coaching.  
You might want to accumulate your own from your coaching experience.  
Above all, they must be authentic.
•		“What else?”	used	at	the	end	of	most	answers	will	evoke	more.		
Plain	silence,	while	allowing	a	coach	to	think,	often	evokes	more	too.
•		“If you knew the answer, what would it be?”	is	not	as	daft	as	it	sounds,	since	it	enables	the	coachee	to	
look	beyond	the	blockage.
•		“What would the consequences of that be for you or for others?”
•		“What criteria are you using?”
•		“What is the hardest/most challenging part of this for you?”
•	 “What advice would you give to a friend in your situation?”
•		“Imagine having a dialogue with the wisest person you know or can think of.  
What would he or she tell you to do?”
•	 “I don’t know where to go next with this. Where would you go?”
•		“What would you gain / lose by doing / saying that?”
•		“If someone said / did that to you, what would you feel / think / do?”
[	From	Coaching for Performance,	p.	52	]
more helpful questions…
•		“Who are the primary people who will be most affected by your plan / action?”
•	 “How do you think they will respond / react?”
•	 “How many of them do you need to bring into the process?”
•		“How many of them will need to be part of the decision?”
•	 “What will ____________ look like in  _________ weeks / months if you pursue this course of action?”
•		“How will you evaluate the effectiveness of your plan of action? When will you do this?”
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SOme pOTeNTIAL AppLICATIONS FOr COACHINg
	From	Coaching for Performance,	p.	15	
 motivating Staff Appraisals and Assessments 
 Delegating task Performance 
 Problem Solving Planning and reviewing 
 relationship Issues Staff Development 
 team Building team Working
The list is endless, and the opportunities can be tackled by a highly structured approach….The coach / manager  
can equally choose to retain a degree of structure but be less formal …— superficially it might sound like a  
normal conversation and the term coaching might not be applied. Far more pervasive than either of these uses, 
and perhaps more important, are the continuous awareness and employment of the underlying principles of 
coaching during the many brief interactions that occur…
Various Foursquare leaders have found that coaching skills can be applied in at least the following situations…
•	 Supporting church planters
•	 Discipling new believers
•	 Developing emerging leaders
•	 Natural church Development and other church health models
•	 Staff development (individually and corporately)
•	 consultation with church leaders in multiple settings
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Q
HeLpFUL gUIDeLINeS
 from the Christian Coaches Code of ethics
As a christian coach…
 1 I hold myself accountable to the highest level of integrity, honoring Jesus Christ individually and  
corporately, in all my associations with clients and colleagues.
 2 I will maintain complete confidentiality with my clients, within the confines of the law.
 3 I will be clear with my clients about the nature of the coaching relationship, including structure, fees,  
refunds, expectations and guarantees.
 4 I will never give a client’s name to anyone, for any purpose, without express permission.
 5 I will give credit where credit is due for materials supplied by other sources, respecting copyrights,  
trademarks and intellectual property.
 6 I will judiciously avoid conflicts of interest. If any should arise, I shall, without delay, inform concerned  
parties of my position.
 7 I will represent myself honestly and clearly to my clients, and coach only within my areas of expertise.
 8 I will actively pursue well-being, wholeness, and continual learning in my own life.
 9 I will refer a client to another coach if I am not within my area of expertise or comfort, so the client  
gets the best possible coaching.
 10 I will honor my Christian values in my professional conduct, placing neither blame nor blemish on the 
name of Christ, the Christian Coaches Network or the coaching profession.
the Christian Coaches Network supports and stands in agreement with the Code of ethics set forth by the  
International Coach Federation which outlines standards for professional coaching. 
NotE
•	 You	can	access	the	above	Code	of	Ethics	by	going	to…	 
http://www.christiancoaches.com/codeofethics.htm
•	 The	International	Coach	Federation’s	ethical	guidelines	can	be	accessed	at	 
http://www.coachfederation.org/ethics/
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COACHee’S evALUATION OF HIS / Her COACH
Instructions
Rate your coach on the following scale, 1 being low and 5 being high
 My coach usually starts our appointments by focusing on my concerns. 1 2 3  4 5
 I believe that my coach truly understands me when I communicate. 1 2 3 4 5
 My coach shows interest in what I am saying with the appropriate  1 2 3 4 5 
body language.
 My coach asks clear, probing questions that increase my awareness  1  2 3 4 5 
of my issues.
 My coach consistently allows me to do most of the talking. 1 2 3 4 5
 My coach really listens and exhausts what I have to say before 1 2 3 4 5 
offering solutions. 
 My coach rarely or never uses our time to work out his/her  1 2 3 4  5 
personal issues.
 My coach could tell someone the general story of my life. 1 2 3 4 5
 My coach knows and can articulate my core values. 1 2 3 4 5
 My sessions with my coach almost always arrive at some clear,  1 2 3 4 5 
helpful action steps.
 My coach knows and cares about my family. 1 2 3 4 5
 I am consistently challenged to excel by my coach. 1 2 3 4 5
 I am regularly encouraged by my coach.  1 2 3 4  5
 My coach handles administrative details of our sessions well 1 2 3 4 5 
(follow up, appointments, etc.). 
 My coach initiates communication with me regularly and consistently. 1 2 3 4 5
 on a scale of 1 to 10 I would rate my relationship with my coach as a _______________
 Here are some suggestions for how my coach could be even better…
 ________________________________________________________________________________________________________
 ________________________________________________________________________________________________________
 ________________________________________________________________________________________________________
 ________________________________________________________________________________________________________
 ________________________________________________________________________________________________________
	 [	This	evaluation	is	derived	from		A	Planter’s	Evaluation	of	a	Coach	/	from	Coaching to Help Others Succeed ]
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Some Help on Clarifying values
Values are…
•		Passionate,	non-negotiable	convictions	that	are	expressed	in	consistent	behavior—what	we	do	demonstrates	
what	we	truly	value.
•		Constant,	motivational	and	observable/discernible.
•		Our	core	convictions	that	serve	as	the	internal	guidance	system	by	which	we	make	decisions,	formulate	plans,	
etc.
•		Revealed	by	how	a	person	or	a	group	uses	time	and	resources.	
•		The	“why”	behind	the	“what.”
Values are not…
•		A	statement	of	faith	or	doctrine.	What	is	“believed”	is	not	necessarily	valued.	We	all	say	we	believe	in	evange-
lism,	but	do	we	do	it?	If	we	do	it,	then	it	is	truly	a	value.	
•		Methods	or	programs	we	employ.	The	methods	and	programs	are	the	delivery	systems	for	our	values.	Values	
have	great	influence	on	our	attitudes,	which	then	affect	our	behavior.	Jesus	said	it	this	way,	“Where your  
treasure is, there your heart will be also.” [		M A T T H E W 	 6 . 2 1 	 ]
Consider the following early church values from Acts 2.42-47.  
Notice the behavior that set them apart from other religious groups…
the WHAt [ Behaviors ]…  
•		They	devoted	themselves	to	the	apostles’	teachings.
•		They	met	every	day	in	varying	contexts.
•		They	prayed	together.
•		They	gave	to	any	who	had	need.
•		They	praised	God	together
•		They	evangelized	and	enjoyed	favor	with	all	the	people.
the WHY [ motivations ]
These	may	be	some	of	the	values	behind	those	behaviors.
	•		They	valued	learning/knowing	God’s	ways	(42-43).
	•		They	valued	relationship	(42).
	•		They	valued	intimacy	with	God	(42).
	•		They	valued	community/generosity	(44-46).
	•		They	valued	the	pre-eminence	and	honoring	of	God	(47).
	•		They	valued	people	and	wanted	them	to	experience	God’s	love	&	forgiveness	(47).
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Contemporary examples
To help you distinguish between behavior and value, consider the following. Note that a value may be expressed 
by several different behaviors and that behaviors may give expression to more than one value. Values have to do 
with why you really do something and almost always convey conviction and passion.
B e H A v I O r  [ O B S e r vA B L e  A C T I O N  ]  vA L U e  [ m O T I vAT I O N S  ]  
Prayer Intimacy with God 
Weekly Date with Spouse Healthy Family relationships 
Servant Evangelism Projects compassion for the “Lost” 
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or
values Discovery exercises
Use one of the following methods to help your coachee create a list of his/her values.
Record your work as you do the following (use separate sheets of paper and bring to class)…
1	 Review	a	typical	week	of	your	life	and	schedule.	As	you	do	write	down	what	is	important	to	you	as		 	
demonstrated	by	that	week.
2	 Ask	a	good	friend	to	reflect	on	their	observation	of	your	life	and	make	a	list	of	what	they	think	is	important	to	
you.
3	 Review	your	budget	for	the	past	month	and	make	a	list	of	what	is	important	to	you	as	demonstrated	by	how	
you	spend	money.
1	 Brainstorm	and	list	your	personal	values.	What	are	the	deep	convictions	that	you	hold	and	would	die	for?
2	 Group	similar	values	together	and	express	them	in	clear,	easy-to-understand	words.
3	 Associate	behaviors	with	each	value,	i.e.,	identify	and	list	behaviors	in	your	life	that	demonstrate	your	values.
4	 Audit	each	value	by	citing	examples	in	which	you	invested	time,	energy	or	money.	Note	and	mark	those	that	
have	been	the	basis	of	decision-making.
5	 Describe	how	your	values	make	you	distinct	from	others.	Try	to	name	someone	who	clearly	holds	a	different	
value	than	you.
A backdoor approach. Some people find it easier to work from action or trait to values.
1	 Describe	the	behaviors	and	characteristics	that	you	consider	essential	to	your	personal	life	and	ministry	and	
that	you	actually	do	consistently.	Do	the	same	for	the	church	or	team	that	you	lead.	(Examples:	prayer,		
door-to-door	witnessing,	keeping	a	journal,	consistently	showing	kindness,	consistently	seeking	and	giving		
forgiveness,	etc.).	You	can	find	the	essential		behaviors	by	thinking	in	terms	of	the	ideal	life	or	church:	“if	
things	went	perfectly	I	would…	If	our	church	were	all	that	it	should	be	it	would…”
2	 Now	“work	backward”	from	this	list	and	describe	the	“why”	behind	the	behavior	or	characteristic.	Examples:	
prayer	is	done	because	you	value	intimacy	with	God	or	value	the	power	of	his	Spirit	released	through	your	life;	
the	exchange	of	forgiveness	is	done	because	you	value	healthy	relationships,	etc.
3	 As	you	work	through	your	lists,	watch	for	repeated	patterns	that	may	indicate	a	really	strong	value.	For		
example,	if	prayer,	intense	worship,	time	alone	with	God,	keeping	a	journal	all	appear	in	your	list	of	behaviors,	
it	probably	indicates	a	strong	value	of	intimacy	with	God.	If	you	have	many	behaviors	related	to	witnessing,	it	
probably	means	that	you	place	a	very	high	priority	on	God’s	heart	for	those	who	still	need	to	be	reconciled	to	
him	through	Christ.
4	 After	you	have	discovered	and	listed	your	values,	seek	to	distill	and	prioritize	them	by	determining	which	ones	
generate	the	most	passion	and	are	non-negotiable	for	you.
or
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Bibliography and Helpful Internet Links
Check the bibliographies of these works for more coaching resources…
Logan,	Robert	E.	and	Sherilyn	Carlton,	Coaching 101,	ChurchSmart,	2003.
logan,	Robert	E.	and	Gary	Reinecke,	Coaching 101 Handbook,	ChurchSmart,	2003.
logan,	Robert	E.	and	Gary	Reinecke,	Developing Coaching Excellence,	ChurchSmart,	2004.
Ogne,	Steve	and	Thomas	Nebel,	Empowering Leaders Through Coaching,	ChurchSmart.
Whitemore,	John,	Coaching for Performance —Third Edition,	Nicholas	Brealey	Publishing,	2003.
Whitworth,	laura,	Henry	Kinsey	House	and	Phil	Sandahl,	Co-Active Coaching,	Davies-Black,	1998.
	 ____________,	Coaching to Help Others Success,	ICFG	Church	Planting	Office,	2003
	 (Appendix	is	excellent!)
	 ____________,	Church Planting Intensive Training Notebook,	ICFG	Church	Planting	Office,	2001-2003.
S o m E  H E L P F u L  W E B S I t E S
CoachNet®		http://www.coachnet.org
Coach Federation	http://www.coachfederation.org	
Ken Blanchard	coaching	website	http://www.coaching.com/Marketing/Common/default.html
Leadership Network	http://www.leadnet.org	
Website	link	for	DiSC profiles	(online	and	hard	copies)	http://www.discinsights.com
NotE 
An Internet search on coaching will pull up many, many more!
Coaching Skills evaluation / for Exercises
evaluator… Rate the coach’s effectiveness in the following areas, with 5 being the strongest.
1 listened actively 1 2 3 4 5
2 Gave consistent, helpful feedback 1 2 3 4 5
3 Used open-ended, probing questions 1 2 3 4 5
4 Projected care 1 2 3 4 5
5 Clearly increased the coachee’s AWARENESS 1 2 3 4 5
6 Encouraged as needed ( EXPECTATION)  1 2 3 4 5
7 Identified the main key issues (AWARENESS)  1 2 3 4 5
8 Guided the coachee in arriving at an action plan (RESPONSIB IL ITY)  1 2 3 4 5 
9 Challenged to the coachee to take specific action (RESPONSIB IL ITY)  1 2 3 4 5
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